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FOREWORD 


Women and the Canadian Labour Market is the second in a series of eight monographs produced 
by Statistics Canada as part of the 1991 Census Analytic Program. The 1991 Census monographs 
continue a tradition in census analysis that began with the 1931 Census and was repeated in 1961 
and 1971. Although several studies were conducted following the 1981 Census, there has not 
been a formal monograph program associated with the census since 1971. Many of the 1971 
series are still used today in university programs and by the general public. 


It has always been the purpose of census monographs to provide analysis of topics related to 
Canadian social and economic life. To this end, the current series deals with some major issues of 
Canadian life in the 1990s that will continue to have ramifications into the 21st century. These 
issues concern education, aging of the population, the changing Canadian labour market, 
families, immigrants, income distribution, women, and Aboriginal peoples. Using sophisticated 
analytic techniques, the monographs deal with the selected themes in a comprehensive way and 
complement the Focus on Canada series, which presents more general analyses. 


I would like to express my appreciation to all the authors who contributed to this excellent 
series. I would also like to thank the staff of the Census Analytic Program of Statistics Canada, 
who so efficiently oversaw the program, as well as the Census Monographs Advisory Committee 
for their valuable expertise. 


I hope the series will help Canadians understand the challenges our country faces as we 
approach the 21st century, and contribute to informed discussion of how to deal with them. 


Dr. IVAN FELLEGI 


Chief Statistician, Statistics Canada 
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FOREWORD 


Over the past 25 years women have increased their participation in the labour market at a 
substantial rate. Their impact and contributions are felt in most occupations and in all industrial 
sectors. The question of their success in penetrating the labour market, both in absolute terms 
and relative to men, has been the focus of numerous studies and policy initiatives over this period. 
Women and the Canadian Labour Market is a comprehensive analysis of how women have fared 
in the labour market since the early 1970s and what patterns are emerging for the future. 


Women and the Canadian Labour Market analyses the experiences of women from a variety 
of perspectives. This volume presents a multifaceted analysis examining women’s participation 
in the labour market, the number of hours they devote to paid work, their earnings, where they 
work and their occupations. It also includes an analysis of the impact of policy initiatives as they 
pertain to women’s participation in the labour market. 


As part of the 1991 Census Monograph Series, Women and the Canadian Labour Market 
joins the other volumes in providing substantive, in-depth analyses of selected themes, and in 
demonstrating the power and value of census data on their own and when analytically coupled 
with other data sources. Topics in the series include aging, income distribution, immigration, the 
family, education, the labour force, and Aboriginal peoples. The monographs are designed to be 
integrated into a variety of academic programs and to serve as background in formulating and 
developing public policy. 

Planning and overseeing the 1991 Census monograph program was the responsibility of the 
Census Analysis Division of Statistics Canada. The program manager and those responsible 
within the division were assisted by the Advisory Committee, whose members reflect the broad 
interests and professional backgrounds of Canada’s socio-economic research community. The 
committee provided advice on all aspects of the monograph program, including topic 
suggestions, methodology for competitions, assessment of proposals, and the process for peer 
review. In the Acknowledgments page of this volume, a listing is provided of Advisory 
Committee members as well as Statistics Canada personnel who gave generously of their time 
and effort to the monograph series. 


The invitation to submit research proposals was extended by the Chief Statistician to all 
members of the Canadian research community, both new scholars and those with proven track 
records. Proposals were assessed on the basis of their relevance to socio-economic issues facing 
Canada, the scope of the analytical approach, the suitability of the analytical techniques and 
methodologies, and the importance of census data to the study. The authors selected represent the 
full spectrum of Canada’s social science research community. They come from universities across 
Canada as well as from Statistics Canada. 


By encouraging investigations of the trends and changes in Canadian society, the 1991 
Census monograph program continues a valuable tradition in census analysis. As we approach the 
millennium, many social issues will persist and possibly intensify. Canada, and all Canadians, 
will benefit from insight provided by the 1991 Census Monograph Series. Persons interested in 
economic and social issues related to the evolution of the working environment will find Women 
and the Canadian Labour Market an informative analysis of their labour market experience. 


Dr. Monica Boyb 
Chair, Census Monographs Advisory Committee 
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PREFACE 


How do Canadian women fare in the labour market? This question is the focus of the 
comprehensive analysis of women’s labour market outcomes in this volume. Wherever feasible, 
these outcomes are discussed in the context of the many policy variables that can affect them; 
however, a comprehensive analysis of the impact of policy initiatives is beyond the scope of the 
present study. 


Although the study is based largely on data from the 1991 Census, it also makes comparisons, 
where relevant, with 1971 and 1981 Census data.' Various labour market outcomes are analysed: 
labour force participation; hours worked; earnings; occupational distribution; industrial 
distribution; and unemployment. 


The intent is to provide not only a clear, comprehensive and descriptive picture but, more 
importantly, an analysis of the causes or determinants of variations and changes in the different 
outcomes. Particular attention is paid to how those determinants changed over the 1970s and 
1980s, and how this has, in turn, affected women’s labour market outcomes. 


Understanding the underlying causes of labour market outcomes is crucial for determining 
the ultimate impact of policy initiatives, and how those impacts may be offset by other 
adjustments. It is also crucial for predicting how those outcomes may change over time as the 
underlying determinants change. 


Understanding the determinants of women’s labour market outcomes should shed light on 
many questions of current interest. How did women’s labour market outcomes change over the 
1970s and 1980s, a period of substantial structural transformation and policy intervention in the 
Canadian labour market? What does the empirical evidence on these outcomes imply about the 
potential scope for different policy initiatives like pay and employment equity, child care policies 
and family leave, hours of work and overtime regulation, and non-standard work issues including 
such factors as job sharing? The analysis is placed in the context of other broad changes taking 
place in the Canadian labour market. While the disciplinary focus is on labour economics, other 
perspectives are used.” For example, industrial relations and human resource management issues 
are dealt with in the context of the impact of new workplace practices on women; sociological 
perspectives are used to shed light on issues pertaining to the interrelationship of the family and 
the labour market; and some of the new feminist literature is used to deal with issues pertaining 
to such factors as scarcity, power relations, dependency and group divisions. In essence, the 
analysis is intended to be current, comprehensive and policy-oriented, while recognizing the 
contributions of many disciplines as well as the international dimensions of each issue. 


In focusing on a particular dimension of labour market analysis, each chapter begins by 
discussing why that dimension merits analysis. Although a wide range of issues, including policy 
issues, are outlined in the introductory remarks, not all of them can be addressed by this particular 


study. The intent is to provide the broad picture into which the analysis fits, rather than to suggest 
that the study has direct implications for each of the issues. 


The 1991 Census is then analysed with respect to the determinants of individual variation in 
women’s labour market outcomes. The focus is frequently on key tabulations, supported by 
regression equations where appropriate, so as to confirm that the essential tabulations hold, after 
controlling for the effect of other factors. For readers interested in regression analysis, the 
regression results are presented in appendices or in self-contained sections. Where simple 
tabulations and regression results differ, this is discussed since the differences are informative (for 
example, they highlight how the gross relationships with which we are most familiar may differ 
after controlling for the effect of other key determinants). 


The trends over the 1971, 1981 and 1991 Censuses are illustrated using tables, graphs, and 
regression results, with particular attention to how the determinants of the elements of female 
labour market outcomes may have changed over time. 


Each chapter ends with a summary and some concluding observations. Wherever feasible, the 
results are related to current and emerging policy issues. However, an analysis of the actual 
impact of the different initiatives is beyond the scope of the study. 


Before analysing each determinant of women’s labour market outcomes, the key background 
changes in the labour market and the general economic environment are analysed in more detail. 
Discussing key background factors and policy initiatives is important, given the emphasis on 
placing women’s labour market outcomes in the broader context, and given the policy emphasis 
of this volume. The implications of these changes for women’s labour market outcomes receive 
special attention, as do the existence and evolution of the policy initiatives affecting those 
outcomes. 


MorLeEY GUNDERSON 


1. For the measures of earnings and weeks worked per year, the reference period is the calendar year prior 
to the census year. For these outcomes, 1970, 1980 and 1990 are the reference years for the 1971, 1981 
and 1991 Censuses. The term “current” also describes the 1991 Census, since it is the latest census for 
which the individual public use micro-data files were available. The term “current specification” is also 
used to distinguish from the common “historical specifications” based on 1971, 1981 and 1991 Census 
data. 


2. Sociological perspectives on women in the Canadian labour market are given in Armstrong and Armstrong 
(1994) and Phillips and Phillips (1993). 
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INTRODUCTION 


Few factors have impacted more on labour markets and social issues in general in the last quarter 
century than has the labour market experience of women. This is true not only in Canada, but 
throughout the world. The international recognition of this importance is highlighted by the fact 
that the United Nations declared 1975 to 1985 to be the Decade for Women. 


In Canada, women are one of the four target groups designated for employment equity—the 
others are visible minorities, Aboriginals and disabled persons. Invariably, when labour market 
and social policy changes are discussed, their impact on women is an important part of that 
discussion. 


1.1 RELATIONSHIP TO OTHER POLICY ISSUES 


The growth of women’s labour force participation, and the terms and conditions under which 
women participate in the labour market, have been the catalyst for many labour market and social 
policy developments. In the labour market itself, these include anti-discrimination and human 
rights policies pertaining to women’s wages and employment opportunities. But they also include 
many other important policy issues that, while not directly related to women, have a 
disproportionate influence on women and/or are themselves greatly affected by women’s labour 
market experience. 


Issues pertaining to the working poor have been linked to women’s wages and employment. 
This is because women constitute a substantial share of the working poor. The fact that they form 
the majority of lone-parent families is one reason this is so. 


The wider issue of poverty itself is inextricably tied to women’s labour market experience, 
since many families escape poverty only because two adults in the family do paid work. 


Part-time workers’ issues have been linked to women’s labour market experience, since 
women constitute a disproportionate share of part-time workers. Minimum wage legislation is 
especially important for women, since they are often found in minimum-wage jobs. Maternity 
leave policies have obvious implications for women. So do parental leave policies in general, 
given that there tends to be an unequal sharing of household tasks even when both parties do paid 
work. Policies to curb public sector wage settlements can have a disproportionate impact on 
women given their predominance in the public sector, and given that they earn a higher public 
sector wage premium—that is, wages in excess of private sector wages for workers of otherwise 
comparable wage-determining characteristics. 


Policies not directly pertaining to the labour market can also have important implications for 
women’s labour market experience. Day-care policies are an obvious example, given the 
importance of child care for employed mothers. Free trade can have a substantial impact on 


women if import competition from low-wage countries affects women in low-wage jobs. Pension 
policies can be important, since women often do not accumulate as many service credits and 
seniority-based wage increases, both of which determine pension accruals in earnings-based 
occupational pension plans. Similarly, mandatory retirement policies can affect workers’ ability 
to accumulate service credits and seniority-based wage increases. 


Occupational health and safety legislation can be particularly important for women, 
especially when they are pregnant. Collective bargaining legislation can make it harder for unions 
to organize jobs in the services sector and in small establishments, which are often 
disproportionately occupied by women. Laws governing labour relations in the public sector can 
be particularly important to women, especially in areas such as education and health, where 
women predominate. 


Even macroeconomic policies can disproportionately affect women. If women are the “last to 
be hired and first to be laid off,” they may be hurt by restrictive monetary and fiscal policies, 
which can lead to greater unemployment. A loose labour market with fewer job openings makes 
it more difficult to achieve employment equity objectives if hiring and promotions are not 
occurring. 


Reform in Canada’s income maintenance programs can also have important implications for 
women. Longer eligibility periods can make it more difficult for women to collect unemployment 
insurance since they tend to spend shorter periods in the labour market. And if collecting 
unemployment insurance becomes more difficult, women may be more likely than men to drop 
out of the labour force altogether. Obviously, more women than men will be affected by changes 
in maternity leave payments. 


In earlier times, special “protective” employment standards laws shielded women from 
working conditions such as night shifts and long hours. Separate female minimum wages were 
also often legislated. These were abandoned largely on the grounds that they perpetuated the 
image of women as the “weaker sex” in need of protection. As well, we now realize that these 
standards often existed simply to protect male jobs—if women require these special measures, 
employers may be reluctant to hire them. 


These examples are only meant to illustrate the myriad policy issues, both inside and outside 
the labour market, that influence, and are influenced by, women’s labour market experience. 
When these policy issues are debated and addressed, the extent to which they affect women’s 
labour market experience is invariably addressed. 


|.2 RELATIONSHIP TO OTHER CHANGES 


Women’s changing labour market experience must be viewed in light of the other dramatic 
pressures on the Canadian labour market. As discussed in more detail later, these forces, 
emanating from the supply side of the labour market, include: the aging of the work force; the 
predominance of the two-earner family; the growing importance of the lone-parent family; 
greater ethnic diversity; and the labour market’s increasing difficulty in assimilating new 
immigrants. On the demand side of the labour market, the interrelated forces include: global 
competition; free trade; industrial restructuring; deregulation; privatization; subcontracting; 
public sector budget cuts; and the legacy of deep and pronounced recessions. 
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All these supply-side and demand-side forces are also affected by political and institutional 
forces. Governments in different countries, as well as within countries, are competing more and 
more for business investment and the associated jobs. Such interjurisdictional competition can 
affect the ability of governments to add costly regulations to labour markets, including 
regulations that may improve women’s labour market experience. Concern over deficits is also 
restraining governments from adding costly programs and policy initiatives, many of which could 
be directed towards women in the labour market. 


Institutional and other forces are also changing women’s labour market experience. De- 
unionization in the United States is putting similar pressures on Canadian labour markets. At the 
workplace level, personnel practices such as job design, training, employee participation and 
compensation are affecting how women fare in their jobs. 


This all adds up to a transformation of the general labour market, the industrial relations 
environment, and practices at the workplace level. All workers are being affected, but women are 
being affected in particular ways. 


1.3 THE INTERNATIONAL CONTEXT 


Increasing globalization means it is no longer possible to develop domestic policies, including 
labour market policies, in isolation. Globalization is fostered by the growing number of free trade 
agreements, as well as the international mobility of capital, both financial capital and direct 
investments in plant and equipment. Business investment and plant-location decisions increasingly are 
made on a global basis. Hence, countries that impose intrusive regulations on employers may not 
be able to compete and may lose business investment and the associated jobs to other jurisdictions. 
This applies to all regulations and policies, including those that affect women workers. 


Conversely, it is also true that countries that do not effectively use the skills of all their people, 
including women, will not be able to compete. 


Globalization also increases the likelihood that workers will be exposed to different 
workplace and human resource management practices. Multinationals, for example, may 
standardize some of their workplace practices in different countries. They may emulate “best 
practices” used in different countries, and adapt them to their particular environment. 


Women’s greater participation in the labour market is an international phenomenon. So are 
the terms and conditions under which women operate in the labour market, especially relative to 
men. Whether those terms and conditions reflect discrimination, or are unequal outcomes that 
reflect many household and educational constraints, they have generated intense policy debate. 


In the international community, there is particular interest in Canada’s experience with respect 
to women’s labour market outcomes. Canada is in the spotlight for several reasons. One is that 
Canada is in the vanguard, especially with respect to pay equity initiatives requiring equal pay for 
work of equal value. Canada’s labour market policy and regulations fit on the spectrum between 
the United States’ market-oriented, deregulated environment (especially that of the Reagan era) 
and Europe’s more regulated, interventionist environment. There is considerable international 
interest in the viability of that in-between position. 


Lastly, the broad differences in provincial labour policies, which govern most labour matters, 
enable us to compare the effects of these policies on women’s labour market experience. 
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CHAPTER 


THE SOCIO-ECONOMIC 
AND Potiticat CONTEXT 


How women fare in the labour market must be seen in the context of the many other forces that 
affect the labour market. Many of these forces were mentioned in the introduction. In this chapter, 
they are analysed in more detail, with emphasis on how they affect women’s labour market 
outcomes. 


These forces are categorized according to whether they affect the supply side or the demand 
side of the labour market, or whether they work through institutional channels and changing 
workplace and social practices. While they are discussed here as independent factors, these forces 
are interrelated in that some are different manifestations of similar underlying pressures. 


1.1. SUPPLY-SIDE FORCES 


The Canadian labour market has been subject to supply-side pressures such as: the aging work 
force; the prominence of two-earner and lone-parent families; increased ethnic and other types of 
diversity; and immigrants and others who find it increasingly difficult to assimilate into the labour 
market. 


1.1.1 The aging work force: from child care to elder care 


The baby-boom generation (those people born between 1946 and 1966) is aging through the 
labour market; the vanguard of that group is now past 50. That population bulge created crowding 
in educational institutions during their school years, and problems of youth unemployment when 
they flooded into the labour market in the 1970s and 1980s. As they aged, they clogged the 
channels of career advancement as there were so many of them and so few younger workers to 
supervise. 


THE Socio-Economic AND PoLiticaAL ConTEXT 


1 


This baby-boom population also entered the labour market at the same time as women 
increasingly were entering the labour market. To the extent that they are reasonable substitutes for 
each other, this supply influx served to depress wages and to create employment adjustment 
problems as large numbers of women and younger workers competed for a scarce number of jobs. 


This has also made employment equity objectives more difficult to reach, since it is hard to 
promote women to higher positions when there are so few positions available and the competition 
for them is intense. 


When the vanguard of the baby-boom population reaches retirement age in 10 years or so, 
they will create adjustments associated with their retirement and demands for pension support. 
When they age further, they will create pressures for more elder care and health services at a time 
when the population’s tax base will be low. 


Taking care of the current generation of elderly is already an issue for women; elder care, like 
child care, is a task that disproportionately falls to women, in part because of societal and cultural 
pressures. And since women tend to earn less than men, the “opportunity cost” of time devoted to 
elder care tends to be lower for women. For this reason, they devote more time to this task. This, 
of course, helps perpetuate a cycle; women often specialize in household tasks because they earn 
less, and they earn less partly because they specialize in household tasks. 


The burden on women is intensified by many other pressures. The trend of de- 
institutionalizing care for the elderly puts more pressure on the family to provide care—that 
usually means the women in the family. Increased life expectancy is making this issue more and 
more important. 


The tendency for young people to remain at home for longer periods out of economic 
necessity leads to an additional burden on many women. 


All of these pressures may come at a time when some women are re-entering the labour 
market after periods of child-rearing. Many find that the “empty nest” is full—occupied by 
children who are not leaving home, and by elderly parents who need care and attention. 


1.1.2 Dual-earner families 


Dramatic changes have also been occurring in family structure.' The single-earner family with 
only the husband doing paid work changed from being the norm to being the exception in less 
than 30 years. In 1967, 58% of all husband—wife families were single-earner families; by 1994, 
only 18% were. 


In the same period, the dual-earner family—that is, one with both spouses doing paid work— 
changed from being the exception to being the norm. In 1967, 33% of all husband—wife families 
were dual-earner families; by 1994, 60% were. 


The concept of the male breadwinner—to the extent that it ever was meaningful—is now 
almost a curiosity. Dual-earner families with preschool children usually have one partner—more 
often the mother—engaged in some form of non-standard work? to balance work and family 
responsibilities (Marshall 1995). 


Single-earner families where the wife is the sole earner are still a small group, but they grew 
from 1% of all husband—wife families in 1967 to 5% in 1994. When these families are added to 
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the families where the wife earns more than the husband, we find that wives were the main or sole 
earner in 18% of all husband—wife families in 1994, up from 5% in 1967. 


Among dual-earner families alone, the proportions are even larger. Women were the main 
wage-earner in 25% of all dual-earner families in 1993, up from 11% in 1967 (Crompton and 
Geran 1995). 


The number of female-headed lone-parent families has also grown. They were 14% of all 
families with children in 1991, compared with 8% in 1976 (Devereaux and Lindsay 1993). This 
trend had the greatest impact on the feminization of poverty that occurred over the period 
(Dooley 1994). 


All these changes in family structure have profound implications. The growing proportion of 
two-eamer families puts pressure on employers and public policy to accommodate these families’ 


needs. Employers feel pressure to offer flexible work time arrangements and paid or unpaid leave \, 


policies to accommodate household responsibilities. They will also have more difficulty 
recruiting and moving employees, since such decisions more often affect two jobs. Proximity to 
day-care and to schools may matter more. Workers may also be reluctant to take on extra 
responsibilities at work if they conflict with household responsibilities. With both parties working 
in the labour market, there may also be less economic pressure to take on such responsibilities. 


The growing diversity in family structure also means growing diversity in individual workers’ 
needs and preferences. Dual-earner families may want a full-time job for one earner and a part- 
time job for the other. Neither may want overtime, and in fact may want assurance that overtime 
is voluntary. 


To the extent that women bear a disproportionate burden of household tasks, they may prefer 
a part-time job. However, their preference may change as their child-rearing responsibilities 
change. Single-earner families, in contrast, may prefer a full-time job with regular overtime work. 
In fact, the regular overtime may be necessary for the family’s income to approach that of dual- 
earner families. 


Similarly, decisions about vacation time, work leave and retirement are, more often, joint 
decisions by two workers. Employee health benefits increasingly overlap in coverage. 


While the predominance of the two-earner family has implications for men’s labour market 
behaviour, the implications are more profound for that of women. This is so in large part because 
women continue to bear a disproportionate burden of household tasks, especially those associated 
with child-rearing. 


1.1.3 Increased ethnic and other diversity 


’ At the same time that women are constituting a larger portion of the work force, the work force 
itself is becoming more diverse. Most of the work force expansion in the coming years will be 
from “non-traditional” groups, notably women, racial minorities and immigrants entering the 
labour market.’ Immigrants are also increasingly members of racial minorities, since they now 
tend to come from Asia and Latin America rather than Europe, historically the major immigration 
source (Bloom, Grenier and Gunderson 1995). 


For women, the increasing diversity has mixed effects. On the positive side, it stresses to 
employers the importance of “managing diversity” at the workplace. Employers are finding that 
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they must establish policies to deal with this diversity, and establishing policies for one group 
may make it easier to do so for others. When diversity becomes the norm, it is easier to establish 
new policies and discontinue old ones that are based on the “white male breadwinner” paradigm. 


On the negative side, greater workplace diversity may lead to a dilution of the resources 
devoted to managing diversity. In the employment equity area, for example, members of 
designated groups may compete against each other for the same jobs. 


As well, women are more susceptible than men to competitive pressures from the other 
minority groups. This is so, in part, because women tend to be segregated into occupations that 
are often taken up by other minorities. 


Women are also likely to be hit by the discrimination “double whammy”—being both a 
woman and a member of another designated group.’ 


1.1.4 Reduced immigration assimilation 


Immigration has been an increasing source of employment growth in Canada in recent decades. 
Immigration should bring positive net benefits to both the receiving country and the immigrants 
themselves. However, by boosting the supply of particular types of labour, immigration may 
lower the wages and employment opportunities of groups that compete with immigrant labour. 
Women may be one of those groups. 


In Canada, however, there is no direct empirical evidence on the effect of immigration on 
women’s wages and employment opportunities. As well, the empirical evidence on the effect of 
immigration on domestic wages in general is inconclusive. Several studies based on U.S. data® 
find that the wages and employment opportunities of domestic, or home-grown, labour are not 
depressed in cities that have seen considerable immigration compared with cities that have not. 


However, Borjas, Freeman and Katz (1992), using data for the U.S. economy as a whole, do 
find evidence that immigration has depressed domestic wages to some degree, especially at the 
lower wage levels. To the extent that women predominate at the lower wage level, they would be 
disproportionately hurt by competition from immigrant labour. 


The authors suggest that their economy-wide results may differ from those based on inter-city 
comparisons because an exodus of domestic labour in response to the immigration influx may 
moderate the wage-depressing effects at the city level. 


Immigration pushing down women’s wages—and this is not an empirical relationship 
established in the existing literature—will likely be augmented by the fact that immigrants 
themselves are having an increasingly difficult time assimilating into the Canadian labour 
market.° More recent cohorts of immigrants are assimilating more slowly. That is, they are taking 
longer to reach the earnings level of Canadian-born workers with the same wage-determining 
characteristics. This slower assimilation may reflect several factors: increased discrimination, 
since immigrants are increasingly from racial minorities; lower skill levels,’ since fewer 
immigrants are entering Canada under the skills-oriented point system and more are entering as 
refugees or as part of the family reunification program; and the labour market’s failing ability to 
absorb immigration, associated with rising unemployment and falling labour demand at lower 
skill levels. 
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While empirical studies have documented that assimilation is slower for more recent cohorts 
of immigrants, they have not quantified each factor’s relative importance in the slower 
assimilation. As long as immigrants assimilate into the labour market more slowly, there likely 
will be downward pressure on the growth of women’s wages. 


Male and female immigrants assimilate into Canada’s labour market at similar rates.* 
However, there is evidence that immigrant female professionals suffer a considerable earnings 
disadvantage relative to native-born female professionals.’ Yet, in spite of the slower rate of 
assimilation of the more recent cohorts of female immigrants into the labour market, immigrant 
women are no more likely than native-born women to use employment insurance”? or social 
assistance (Baker and Benjamin 1995). 


1.2 DEMAND-SIDE FORCES 


Demand-side forces also affect women’s labour market behaviour. While the demand-side forces 
are interrelated, they emanate from several sources: global competition and free trade; industrial 
restructuring, especially from manufacturing to services; public sector retrenchment, deregulation 
and privatization; and the legacy of pronounced and prolonged recessions. 


‘1.2.1 Global competition and free trade 


Increasingly, the Canadian labour market has been subject to global competition, especially from 
newly industrialized countries in Asia. This competition has accelerated with the advent of the 
Canada-U.S. Free Trade Agreement (FTA) in 1987, and the North American Free Trade 
Agreement (NAFTA) in 1989 that also includes Mexico. The possibility of extending NAFTA to 
other Central and South American countries, and the emergence of low-wage competition from 
Eastern Europe and China, ensures that these pressures will continue. 


To the extent that greater global competition tends to be from low-wage countries, it is likely 
to have a disproportionate effect on women’s wages, which tend to be at the lower end of the 
wage spectrum. 


Yet, there can be countervailing impacts. Such competition is likely to put most pressure on 
jobs for which there previously was a non-competitive wage premium; for example, a union wage 
premium or a premium from employment in a monopolistic or oligopolistic industry. Women 
may be less subject to those forces, since they are less likely to have had those privileged jobs in 
the first place. Furthermore, the public sector, where women are disproportionately employed and 
where they receive a larger public sector wage premium than do men, is relatively immune from 
international competition since it tends to be a “non-tradable” sector. 


Most empirical studies of the wage and employment impact of free trade do not estimate 
separately the expected impact on women and men. However, studies that have examined the 
impact of the FTA by occupation and industry have reached different conclusions. MacMillan 
(1987) and the Ontario Women’s Directorate (1987) conclude that the FTA will help women 
move from low-wage to high-wage jobs. Cohen (1987) and Porter and Cameron (1987) conclude 
that the FTA will cause disproportionate job losses in female-dominated sectors, and that the job 
gains for women will be in the low-wage service sector. The Ontario Women’s Directorate (1993) 
concludes that NAFTA will have the same effects as the FTA. 
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One indirect effect, however, can be more important.'! Freer trade also leads to more capital 
mobility since it enables companies to more easily relocate in countries with lower wages and 
less stringent labour market regulations, and then export back into the country that had the tariff 
and non-tariff trade barriers. 


The threat of capital mobility can pressure governments to deregulate their labour markets in 
order to lighten the legislative and regulatory costs for employers. Pay-equity, employment- 
equity, and similar legislation can impose costs on employers; governments are under more 
pressure, given freer trade and capital mobility, not to enact or enforce such legislation. The same 
can be true of other policies, like day-care subsidies and maternity leave, that have a 
disproportionate impact on women. 


The effect that this may ultimately have on women’s labour market behaviour, and on their 
wages and employment, has not been documented. It would require information on each of the 
linkages involved: the effect of legislation and regulations on labour costs, especially as they 
pertain to women; the effect of labour costs on plant location and investment decisions; the effect 
of the threat of capital mobility on governments’ propensity to enact and enforce such costly 
regulations; and the effect of any retrenchment in legislation on women’s labour market 
behaviour, wages and employment levels. 


At this stage, we do not have good information on any, let alone all, of these linkages. 
Perhaps the most reasoned statement to be made is that this indirect effect of trade and global 
competition on legislative initiatives can potentially deter equity-oriented initiatives, including 
those directed at women. However, the magnitude of that potential effect is simply unknown. 


1.2.2 Industrial restructuring 


Canada’s labour market has also been subject to industrial restructuring, especially from 
manufacturing to services (Economic Council of Canada 1990, 1991). This phenomenon is 
associated with global competition, free trade and increased capital mobility. It has also been 
fostered by continued technological change and automation, especially office automation. The 
information- and knowledge-based economy is displacing the industrial economy to a substantial 
degree. 


These transformations have been associated with other interrelated changes. Many large, 
vertically integrated firms have been displaced by smaller firms interconnected through alliances 
and joint ventures. “Downstream” parts suppliers have become particularly important, as have 
subcontractors for components and related services. 


Organizations themselves have been subdivided into semi-autonomous business units or 
profit centres. Mergers and acquisitions have been carried out to achieve the economies of scale 
needed to compete in world markets, and to provide worldwide product mandates. Plant closings 
and mass layoffs have been widespread. 


These changes in product markets and capital markets have had dramatic ramifications for 
labour markets. They have pushed up unemployment as workers are displaced from declining 
sectors to expanding ones. They have led to wage polarization through greater demand for skilled 
labour and less demand for unskilled labour. Many workers from middle-income, blue-collar 
industrial jobs have been displaced to lower-wage jobs in the services sector, putting more 
downward pressure on wages. The flexibility and adaptability employers need to compete in the 
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product market have been translated into similar pressures on workers to be flexible and 
adaptable in the labour market. 


These changes have profound implications for labour markets in general, but their impact is 
not in all cases worse for women than for men. Certainly, office automation has 
disproportionately affected women. But while it may have displaced many routine clerical and 
typing jobs, it has also created new, more skilled jobs involving word processing, spreadsheets, 
databases and desktop publishing. 


Women who are displaced because of mass layoffs in Canada tend to sustain a greater wage 
loss than do men. This is in part because such workers are often displaced from the union sector 
to the non-union sector. Since the union wage premium is greater for women than men (Crossley, 
Jones and Kuhn 1994), losing that premium hurts women more. Workers displaced from middle- 
wage industrial jobs have pushed down wages in the lower-wage jobs that are often occupied by 
women. Furthermore, higher unemployment and the lack of net job creation has made it more 
difficult to achieve employment equity objectives. It has been difficult to hire or promote women 
when so few jobs have been available. 


Other changes in the labour market have benefited women. The considerable turnover 
associated with job destruction and job creation does make it easier for employers to shift from 
higher-wage male workers to lower-wage female workers. This should, in theory, increase the 
demand for female labour, and hence increase their wages and employment opportunities. 


This job turnover also makes it easier for women to move into traditionally male jobs. 
Furthermore, greater competitive pressures should help dissipate some forms of discrimination— 
for example, when men whose productivity is similar to women’s are paid higher wages or given 
better jobs. 


De-industrialization and the shift from heavy manufacturing to services and the information 
economy implies a shift from blue-collar, unionized, male-dominated jobs to jobs that employ 
more females. Similarly, the shift to subcontracting, downstream parts suppliers, and part-time 
and contingent work forces should favour women to the extent that they occupy those jobs. 


However, these demand shifts may simply lead to more female-dominated jobs without a 
corresponding increase in their wages. This could be compounded by the fact that there is a large 
pool of women doing unpaid labour at home who would be willing to work outside the home. 
There is also a pool of women who are involuntarily working part time. 


This potential supply influx can keep wages from rising, as can import competition, 
immigration and a large pool of unemployed men and women. However, the shift in demand 
towards female-dominated jobs, all other things being equal, should improve women’s wages and 
employment opportunities. It may absorb the large influx of women associated with increased 
labour market participation, and moderate the downward pressure on women’s wages that that 
influx may have caused. 


1.2.3 Public sector retrenchment, deregulation and privatization 


At the same time that private sector labour markets have been subject to greater competitive 
forces and restructuring, public sector labour markets have also been subject to budget cuts, 
deregulation and privatization. Concern over growing public deficits has constrained public 
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expenditures, and taxpayers have made it clear they do not want to pay more taxes to reduce 
deficits. Many regulated sectors have been deregulated and subjected to greater competition. 
Privatization has been extended to inject the discipline of market forces and to shift expenditures 
from the public to the private sector. 


As in the private sector, these changes have ambiguous effects on the female labour market. 
According to neoclassical economic theory, injecting competition should help dissipate 
discrimination, at least to the extent that profit-maximizing employers have an incentive to 
replace higher-wage men with lower-wage women who are as productive. This higher demand for 
female labour should push up female wages, and the supply influx into male jobs should push 
down their wages. This neoclassical economic perspective, of course, assumes that the male and 
female labour markets are not so segregated that such market forces would not work. 


Working in the other direction, budget cuts and any other pressures to reduce public sector 
wages and employment are likely to disproportionately hurt women. The public sector wage 
premium tends to be larger for women then for men,” and it tends to be larger for low-wage 
workers than for high-wage workers. Women tend disproportionately to be low-wage workers. 


Furthermore, pure wage discrimination itself tends to be less prevalent in the public sector 
than in the private sector. Hence, restricting employment growth in the public sector restricts the 
growth of jobs where discrimination is least. 


1.2.4 The legacy of recessions 


In addition to these structural changes, the Canadian labour market has seen pronounced 
recessions in 1981-82 and 1990-92. Such recessions can have a dramatic effect on the female 
labour market. Women are often the first to be laid off, since interruptions for childbearing and 
child-rearing often leave them with less seniority. Similarly, employment equity initiatives are 
more difficult to implement during recessions, since it is difficult to hire and promote women if 
jobs are not available. Women also tend to drop out of the labour force—to stop looking for work 
altogether—during recessions, hiding some of the unemployment. 


1.3 INSTITUTIONAL AND WORKPLACE CHANGES 


Workplace practices and arrangements have also been changing at the level of the firm and the 
shop floor, partly in response to the changes on the supply and the demand sides of the labour 
market. These changes include pressures from de-unionization in the United States and new 
workplace practices such as job redesign, broader job classifications, team production, employee 
participation, alternative work time arrangements, contingent work forces and contingent 
compensation schemes. These new practices have important implications for the female labour 
market. 


1.3.1 De-unionization in the United States 


Historically, unionization rates in Canada and the United States have been similar.'* In the mid- 
1960s, they were both approximately 30% of the eligible work force. By the early 1990s, 
however, the U.S. rate had fallen to around 16% of the work force, while the Canadian rate 
increased to just over 32%. 
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This de-unionization in the United States has put considerable pressure on unions in Canada, 
especially under free trade conditions that pressure Canadian employers to be competitive with 
their U.S. counterparts. 


If Canadian unionization rates move toward the U.S. levels, women workers will likely be 
hurt disproportionately. Canadian evidence on the effects of unions by gender shows several 
strong trends.'* First, the union wage premium is larger for women than for men, and women are 
less likely to be unionized than men. These two effects tend to offset each other so that unions 
have a neutral effect on the female—male wage gap. 


Over the 1980s, unionization rates increased for women and decreased slightly for men, thus 
narrowing the female—male wage gap. If unionization declines in Canada, and if that decline 
equally affects men and women, women will still likely lose more because they tend to receive a 
greater union wage premium. If the decline is greater in female-dominated jobs then, of course, 
this would mean an even larger negative effect on the female work force. 


1.3.2 Changing workplace practices — 


The industrial restructuring that has occurred throughout the economy has several parallels in the 
workplace. These changing workplace practices are often complementary policies designed to 
ensure flexibility, adaptability, quality control, and a highly committed work force. 


Job enlargement allows the individual worker to become responsible for a wider array of tasks 
under broader job classifications. This multitasking has placed a premium on the “multiskilling” 
or general training that enables a worker to do many tasks. 


This practice is also associated with team production, a strategy in which the work team is 
responsible for a wider array of functions in the product cycle, including quality control. This has 
been fostered by greater employee participation in decision-making, sometimes through quality 
circles. The vertical hierarchy in organizations has been flattened with shorter chains of 
command, more joint governance and more employee decision-making. 


Compensation has become more flexible, often tied to the firm’s ability to pay, and to the 
performance of the firm, the work team, and the individual worker. In many cases traditional 
wage patterns and pattern bargaining have broken down. 


Many types of contingent work forces are more common—fixed-duration contracts, 
subcontracting, temporary help agencies, fee for service, and self-employment. Alternative work- 
time arrangements are also more common—flexible working hours, compressed work weeks, 
part-time work, work-sharing, job-sharing, early retirement, unpaid leave, home work (contracted 
work done in the home, such as sewing garments) and telecommuting. 


These changing workplace practices have important implications for women workers. Many 
of them are characteristic of the female labour market—temporary help agencies, part-time work, 
and home-working. So, they may perpetuate the lower-wage job ghettos that are less protected by 
employment standards and collective bargaining. Nevertheless, many of these practices increase 
the demand for female labour, perhaps as a substitute for higher-wage male labour. In that sense, 
they should raise female wages and employment opportunities. 


In other circumstances, the very act of change in the workplace may ease women’s integration 
into the labour market. The hierarchies of command that are breaking down are often male- 
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dominated hierarchies. Work teams, quality circles and employee participation may help break 
down old-boy networks and male-dominated decision making. However, those patterns can also 
be transplanted to the new environments. 


Tying pay to performance should reduce wage discrimination where pay is related more to 
gender than to performance. Breaking down traditional wage patterns may help break down 
traditional male-female wage and employment patterns. 


Other practices, especially alternative work time arrangements, may help workers combine 
labour market work and household tasks, especially child care and elder care. Since women bear 
a disproportionate share of such household work, this will likely have a disproportionate impact 
on their labour market behaviour. 


Both the workplace and the labour market are responding to the same forces emanating from 
the supply and demand side of the labour market. Conventionally, we tend to focus on 
adjustments and changes as they occur in external labour markets—whereby people move 
between firms or in and out of the labour force. These are important, but so are internal labour 
markets—those within a firm and between alliances of firms. 


An analysis of female labour market behaviour should examine both external and internal 
labour markets. This is especially true because many of the policy initiatives are designed to alter 
labour market behaviour within firms, as we will see in the next chapter. 


WomeN AND THE CANADIAN LasouR MarKET: TRANSITIONS TOWARDS THE FUTURE 


10 


13. 
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ENDNOTES 


. Statistics for this section are from Statistics Canada (1994). Further discussion of the phenomenon is found in 


Charrette (1995), Townson (1987) and Gunderson and Muszynski (1990). 


Non-standard work includes part-time work, fixed-duration contracts, subcontracting, temporary help agencies, fee 
for service, and self-employment. 


In the United States, 85% of the new labour force entrants between 1985 and 2000 will consist of these groups 
(Johnston 1987, p. 95). The changing composition of the Canadian work force in this direction is discussed in 
Employment and Immigration Canada (1989), Jain and Verma (1996) and Taylor (1995). 

The interaction between gender and other designated group status is discussed in Beach and Worswick (1993) for 
immigrants, Christofides and Swidinsky (1994) for visible minorities, and Drost (1994) for the unemployment of 
Aboriginals. 

Such evidence is discussed in Altonji and Card (1991), Butcher and Card (1991), Card (1990) and Lalonde and Topel 
(1991). 

Canadian evidence of this, based on census data, is given in Baker and Benjamin (1994), Bloom and Gunderson 
(1991), Bloom et al. (1995), and Borjas (1988). 

The lower skills would have to be ones that are not measured or observed in the data sets, since observed skill 
differences are accounted for in the regression analysis. 

Bloom et al. (1995) and Fagnan (1995). 

Fagnan (1995) and Beach (1993). The later study found that immigrant women to Canada were not subject to a 
double negative effect of discrimination both as a woman and as an immigrant. Immigrant women (except 
professionals) tended to earn more than otherwise comparable Canadian-born women. That study was based on 
1972 data, however, and it was after 1972 that it took more time for immigrants to assimilate into the labour market. 


Employment insurance was formerly called “unemployment insurance.” 


. This indirect effect is discussed in Gunderson (1993). 


Evidence for this is given in Gunderson (1979), based on the 1971 Census, and Shapiro and Stelcner (1989) who 
also include the 1981 Census. The latter study indicates that the pure—that is, when other wage-determining 
characteristics are controlled for—public sector wage advantage for men decreased from 6.2% in 1970 to 4.2% in 
1980; for women, it increased from 8.6% in 1970 to 12.2% in 1980. 


Data for this section are from Riddell (1993). 


This evidence is from Doiron and Riddell (1994), based on the Labour Market Activity Survey and its precursors. The 
authors do note that their evidence of a larger union wage premium for women is at odds with the U.S. evidence, 
which finds a similar wage premium for males and females. The U.S. evidence also finds that unionization declined 
dramatically for men and stayed roughly constant for women. This accounted for about one-fifth of the 13 
percentage point decline in the female—male wage gap that occurred in the U.S. between 1973 and 1987. 
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CHAPTER 


PoLicy INITIATIVES 


Women’s labour market behaviour has been the subject of all manner of policy initiatives in 
recent years. This is not surprising, considering policy makers’ acute interest in the subject. Some 
of these policies are direct—they seek to improve women’s wages, employment opportunities and 
other labour market conditions. Others are indirect—they seek to ease the constraints that 
impinge disproportionately on women, and that often alter their labour market behaviour. 


Understanding these policies is important, since they can be controlled and manipulated to 
various degrees. As such, they can be important determinants of women’s labour market 
behaviour. Their potential impact on some dimensions of women’s labour market behaviour are 
commented on where appropriate. However, statistically testing for each policy’s impact is 
beyond this book’s scope. 


In this chapter, policies are discussed in three main groups: equal pay policies, including pay 
equity or equal pay for work of equal value, that are designed to affect women’s pay; equal 
employment opportunity policies, including employment equity, that are designed to help 
women’s employment and promotion opportunities; and facilitating policies, such as child care 
and parental leave, that are designed to put women on an equal footing with men in the labour 
market. 


First, each policy’s nature and rationale are discussed. Their prevalence across Canadian 
jurisdictions is then documented, followed by a discussion of their theoretical impact, and any 
evidence of their actual impact, especially with respect to equal pay and equal employment 
opportunity policies. The chapter concludes with some observations on the importance of 
understanding the policies and their intended and actual impacts. 
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2.1 EQUAL PAY POLICIES 


2.1.1 Equal pay procedures 


Equal pay policies are legislative initiatives that require that women be paid the same as men who 
do the same work. The concept of “the same work” has been contentious, and has undergone an 
interesting evolution in Canada. The potential comparisons for equal pay have been continually 
expanding, and so the scope of the legislation has broadened (Gunderson and Robb 1991b). 


The original equal pay legislation generally required equal pay for equal work done by men 
and women in the same establishment. That narrow concept allowed comparisons to be 
invalidated as long as there was some minor difference in the work performed (e.g., occasional 
heavy lifting). 

So the concept of equal work was broadened to require that the work be substantially similar. 
This allowed minor differences, especially if they were offset by other different functions that 
women perform more often. However, the offsetting factors generally had to be within the broad 
components of the job, such as skill, effort, responsibility and working conditions. For example, 
minor differences in some aspect of effort had to be offset by other aspects of effort that women 
do more often. Differences in effort could not be offset by differences, say, in responsibility. 


The composite approach, however, allowed broader comparisons across the different job 
functions as long as they were equal in composite skill, effort, responsibility and working 
conditions. They did not have to be the same in each and every component. Differences in effort, 
for example, could be offset by differences in responsibility. Comparisons still had to be 
restricted, however, to jobs within the same occupation. Clerical workers, for example, could not 
be compared to parking lot attendants. 


Equal pay for work of equal value (called pay equity in Canada and comparable worth in the 
United States) broadened the scope of equal pay legislation by allowing comparisons across 
male-dominated and female-dominated occupations within the same establishment. The jobs 
compared had to be of equal value, as determined by a gender-neutral job evaluation scheme. 


Typically, equal value comparisons are a five-step process. First, in some cases, the 
establishment within which the comparisons are made has to be determined. Second, male- 
dominated and female-dominated jobs are determined, using such criteria as the percentage of 
each gender doing the job; for example, a job is gender-dominated if 70% or more of its 
occupants are of one sex. Third, the value or “worth” of the job is determined by a gender-neutral 
job evaluation scheme. The evaluation may, for example, assign points to each component: skill, 
effort, responsibility and working conditions. Fourth, the relationship is established between pay 
and the job’s value. This may be done by estimating pay lines that relate pay to points, or by 
setting criteria for selecting male-dominated jobs to compare to female-dominated jobs. Fifth, 
procedures are established for adjusting the pay in undervalued female-dominated jobs to the pay 
of male-dominated jobs of comparable worth. 


Each of these steps involve contentious and sometimes difficult technical issues.' Identifying 
the establishment can be complicated if there are different plants run by the same firm or, in the 
public sector, different units run by the same employer. The sex dominance of an occupation may 
be affected by how the occupation is defined, and how the profile of those who work in it changes 
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over time. Job evaluation schemes may be gender-biased and flawed. Estimating pay lines can 
invite a host of technical questions: Should they be linear or non-linear? Should they be 
constrained to pass through the origin or have an intercept? Should they be constrained to have 
the same slope? How should outliers be treated? 


Adjusting the pay in undervalued female-dominated jobs to the pay of male-dominated jobs 
of the same value also causes uncertainties: Should the female payline be adjusted to the male 
line, or should each female point be adjusted to the male line or to a comparable male point? Can 
the lines be extended so that comparisons can be made even if there are no male comparator jobs? 
Should the adjustment be phased or subject to a ceiling? 


2.1.2 Rationale for equal pay policies 


The rationale for equal pay policies is to reduce and ultimately eliminate that portion of the male- 
female wage gap that can be attributed to discrimination. The rationale for moving from equal 
pay for equal work to equal pay for work of equal value is to expand the scope of job 
comparisons. 


The original equal pay for equal work legislation was very limited in scope, because most 
jobs have at least slight differences in work performed. Even if they do not, male-female pay 
differences for identical work in the same job in the same establishment are likely to be slight. 
The broader concept of equal pay for work of equal value allows jobs to be compared even if they 
have differences in work components. More importantly, equal pay for work of equal value 
allows comparisons across occupations. This is important, since women are disproportionately 
employed in low-wage occupations, and this is likely to be a greater determinant of the pay gap 
than different pay for the same job (Gunderson 1989). 


While pay equity or equal pay for work of equal value substantially broadens the scope for 
equal pay policies, it must be emphasized that the scope is still limited by various factors. For 
example, comparisons are restricted to within the same establishment; pay differences across 
firms and industries are not eliminated. Pay adjustments are made only to those in female- 
dominated jobs; women in male-dominated or mixed jobs do not have redress. Clearly, even if 
pay equity were completely successful in areas where it applies, a male-female wage gap would 
still prevail. Pay equity is particularly important because it does not require women to leave 
predominantly female jobs to receive higher pay (Robb 1977). 


2.1.3 Equal pay legislation in various jurisdictions? 


All Canadian jurisdictions enacted legislation during the 1950s and 1960s requiring equal pay for 
similar or substantially similar work—Ontario was the first, in 1951. During the 1970s, both 
Quebec and the federal government introduced pay equity legislation that required equal pay for 
work of equal value and allowed comparisons between occupations. In the 1980s, most 
jurisdictions also adopted some form of pay equity legislation or formal initiative through 
collective bargaining with public sector employees. The exceptions were Alberta and 
Saskatchewan, which have maintained conventional equal pay legislation. In general, 
jurisdictions that have adopted pay equity initiatives have limited its application to the public 
sector and/or require a complaint to start the process. 
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The exception today is Ontario, which has the most stringent equal pay legislation in that it is 
proactive. Ontario requires that most establishments have a pay equity plan in place, whether or not 
there has been a complaint. Furthermore, it applies to the private as well as the public sector. 


2.1.4 Evidence on impact of equal pay® 


Most of the empirical evidence on equal pay legislation shows that earlier policies requiring equal 
pay for substantially similar work (that is, those that restrict comparisons to within the same 
occupation) did little to narrow the male-female wage gap. In contrast, pay equity initiatives 
requiring equal pay for work of equal value (that is, those that make comparisons between 
occupations), where they have been applied in Canada and the United States, have greatly helped 
the groups that received an adjustment. Wage increases of around 20% have been common, 
amounting to 4% to 8% of the organization’s total payroll. 


2.2 EQUAL EMPLOYMENT OPPORTUNITY AND EMPLOYMENT EQUITY 


2.2.1 Procedures 


Equal employment opportunity legislation is designed to combat discrimination in all phases of 
employment—recruitment, hiring, training, promotions, transfers, and terminations. The 
procedure generally begins with a complaint to a human rights commission, sometimes followed 
by investigations, mediations, hearings and appeals to the courts. 


While conventional equal employment opportunity legislation focuses on equality of 
opportunity, employment equity legislation (called affirmative action in the United States) 
focuses on the equality of results, or outcomes. The objective is to have the target group 
represented within the organization in the same proportion as their availability in the external 
pool of labour. 


Four basic steps are involved in employment equity. First, an internal audit is conducted to 
determine the target groups’ representation and occupational distribution in the organization. 
Second, a comparison is made of their representation within the organization and in the external 
pool of labour. Third, goals (sometimes including quotas) are established for matching the 
internal representation with that of the external pool. Fourth, a plan and timetable are established 
for achieving the goals. 


Each of these steps can involve difficult technical and implementation issues. For example, 
the internal audit often involves self-enumeration that may not be accurate. Determining the 
externally available pool is complicated by data issues; how can a firm identify the labour market 
from which it expects to draw its employees? Goals and timetables can involve determining when 
internal representation is sufficiently close to external availability. 


2.2.2 Rationale for equal employment opportunity and employment equity 


The rationale for conventional equal employment opportunity legislation is to create equality of 
opportunity for the target group by preventing discrimination in each phase of the employment 
decision. Employment equity goes a step further. It assumes that equality of opportunity is 
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insufficient if the groups have “unequal starting points” due to a history of discrimination. To 
compensate for these unequal starting points, employment equity focuses on the outcomes—on 
ensuring that the target groups are represented in the organization in the same proportion as they 
-are in the external labour market. The expectation is that, to meet their employment equity targets, 
employers will expand opportunities for the target groups at all phases of the employment 
‘relationship. This process should help members of the target groups get jobs and get ahead. The 
increase in demand for the target groups should also boost their wages. 


2.2.3 Equal employment opportunity legislation and employment equity‘ 


All Canadian jurisdictions have equal employment opportunity legislation, usually as part of their 
human rights code. Such legislation generally prohibits discrimination on the basis of factors 
such as race, age, religion, nationality and sex. In most jurisdictions, the prohibition based on sex 
was added in the 1960s and 1970s. 


Employment equity legislation is much less common, and was only introduced in the 1980s 
in Canada. In general, it applies to four target groups: women; visible minorities; Aboriginals and 
disabled persons. The first legislation, in the federal jurisdiction, took effect in 1986. It applies 
only to federal Crown corporations and federally regulated employers with 100 or more 
employees. In 1996, the federal public service was included in the federal legislation. The federal 
government also requires employment equity for its federal contractors. 


In Quebec, employment equity can be part of a remedy imposed by the human rights 
commission after it conducts an investigation. The investigation is only done after a complaint. 
Ontario legislated employment equity in 1994, but the legislation was repealed in 1995. 
Employment equity can also be required by city and municipal governments. 


2.2.4 Evidence on the impact of equal employment opportunity and employment equity 


Most empirical studies of the effect of equal employment opportunity and affirmative action 
programs are based on experience in the United States, where there is a longer history of such 
initiatives. Title VII of the Civil Rights Act of 1964 requires equal employment opportunity and 
equal pay, and affirmative action can be imposed as part of a court-ordered remedy. Affirmative 
action initiatives are more prominent as part of the Federal Contract Compliance Program. 


The empirical studies? of the impact of Title VII are inconclusive, although some find that 
Title VII has increased women’s earnings and occupational advancement. 


The evidence on the effect of affirmative action under the federal contractors program is 
stronger; there have been benefits for the target groups. The benefits include higher employment 
and wages and lower quit rates and occupational and industrial segregation. In the 1980s, 
however, when enforcement was considerably weakened, no impact was found (Leonard 1996). 


The Canadian evidence on the impact of employment equity is much more limited. Small 
improvements in occupational advancement and wages have been documented, especially for 
women and visible minorities.° However, there has been little documented progress for disabled 
persons.’ Jain and Hackett (1989) found that only slightly more than one-third of Canadian firms 
that were subject to employment equity had a potentially effective implementation procedure 
in place. 
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2.3 FACILITATING POLICIES 


Many other policy initiatives have been designed to help give women an equal—or closer to 
equal—footing with men in the labour market. Often these policies are meant to make it easier for 
women to handle their roles in the household and in the labour market. 


These policies sometimes also deal with the labour market effects of the legacy of pre-market 
socialization, from families, educational institutions, and society in general. Policies to reduce 
sex stereotyping in schools and textbooks can influence the perception of women, including their 
perceptions of themselves. Changes in divorce laws can reduce the constraints of an unsupportive 
marriage. Policies against harassment can make the labour market a better place for women. 


Child care policies are important in this regard, as are maternity leave policies. All Canadian 
jurisdictions require employers to grant maternity leave if it is requested (Labour Canada 1993). 
The leave is unpaid, although women are eligible for employment insurance® while on maternity 
leave. Typically, 17 or 18 weeks of maternity leave are required, and some jurisdictions also allow 
12 to 34 additional weeks of unpaid parental leave, which can be shared by either parent. During 
the unpaid leave, employees must receive normal wage increases, seniority and benefits, and they 
must be allowed to return to their same job or a comparable one. While the legislation requires 
employers to provide unpaid leave, the maternity/paternity provisions of the employment 
insurance program provide for EI support, turning the unpaid leave into partially paid leave. 


Policies to protect part-time and temporary employees are also important, given the extent to 
which women are employed in such jobs. Part-time and temporary employees are generally 
covered by employment standards legislation in such areas as minimum wages, working time and 
parental leave. They tend not to be covered under employment insurance, workers’ compensation 
and employer-sponsored pension plans. Recent amendments to the employment insurance 
legislation, however, will cover part-time employees by basing eligibility on previous hours 
worked rather than weeks worked. 


Education policies are also important: They can ensure that young women have the chance to 
acquire the skills and training that will lead to employment opportunities, higher wages and 
occupational advancement. Women have increasingly entered market-oriented professions such 
as business and law, and they have attained higher levels of education. This is becoming more 
important; forces like technological change and trade liberalization are contributing to wage 
polarization by hurting those with fewer skills and rewarding those with more. In order to move 
to the higher end of the increasingly polarized wage structure, it is important to have such 
education and skills. Unfortunately, women who acquire higher levels of education may simply 
push the next-lower group towards the bottom. 


Internal initiatives on the part of organizations can also be important. For example, the federal 
government allows up to five years of leave for the “care and nurturing” of pre-school children. 
If the requested leave is less than one year, the employee is guaranteed the same job back; if the 
leave is between two and five years, the employee is guaranteed a job at the same level upon 
return. 
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2.4 CONCLUSIONS 


A wide range of policy initiatives have both direct and indirect effects on women’s labour market 
behaviour. In the remainder of this volume, they will often be commented upon as the different 
elements of female labour market behaviour are discussed. 


Understanding the relationship between policies and aspects of labour market behaviour is 
obviously important because the policies can have both intended and unintended impacts on 
women’s labour market behaviour. However, changes in women’s labour market behaviour can 
also influence the pressure for new policies. The greater role that women play in the labour 
market has, for example, increased the political pressure for child care, flexible work time 
arrangements, maternity leave, maternity coverage under employment insurance, protection for 
part-time and temporary workers and access to educational institutions. 


Cause and effect work both ways. Policies influence behaviour, but changes in behaviour also 
have important feedback effects on the demand for policies. Understanding this relationship is 
crucial. 
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ENDNOTES 


These technical issues in the Canadian context are discussed, for example, in Fudge and McDermott (1991), 
Gunderson (1989, 1994, 1995), Gunderson and Robb (1991a) and Gunderson and Weiner (1990). 


The early conventional equal pay legislation is outlined in Gunderson (1985). Pay equity legislation is outlined in 
Gunderson and Weiner (1990) and Gunderson (1995) and international comparisons are given in Gunderson (1994). 


Such evidence and the methodologies are discussed in Gunderson (1989, 1995). 
See Gunderson (1985, 1994) and Weiner (1993). 


Seven studies of the impact of Title VII and eight studies of the impact of affirmative action under the Federal Contract 
Compliance Program are reviewed in Gunderson (1989). 


Jain (1993, 1994), Jain and Hackett (1992), Jain and Verma (1996), Leck and Saunders (1992, 1993), Leck, St. Onge 
and Lalancette (1995), and Weiner (1995). The annual reports on employment equity also show minimum impact, for 
the most part. 


Jain and Verma (1996), Raskin (1994) and Weiner (1995). 
The federal unemployment insurance program was recently renamed “employment insurance.” 
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CHAPTER 


Labour Force 
PARTICIPATION 


When a person decides to look for work or gets a job, he or she is participating in the labour 
force. Thus, both unemployed and employed people are considered labour force participants. 
Non-participants include homemakers, students, people in institutions such as prisons and mental 
health facilities, retirees and those who choose a life of leisure. 


The labour force participation rate is that portion of the eligible population who are employed 
or looking for work. The eligible population comprises most Canadians 15 years of age and over. 
The exceptions are those living on reserves, those living in the territories,' those in the military 
and those in institutions. 


Male and female participation rates have moved closer together during this century,.especially 
since 1960 (Figure 3.1). Male rates have generally declined steadily over the period, but have 
levelled off since 1970. Female rates have risen steadily, most dramatically since 1960. 


The rise of women’s participation in the labour market has transformed the Canadian labour 
market as well as the Canadian household. It is truly remarkable that over such a brief period the 
rate of women’s labour force participation more than doubled, from 29% in 1961 to 60% in 1991, 
while the men’s rate declined from 81% to 76%.? This narrowing of the gap in participation rates 
has important implications for many other phenomena that are the subject of intense policy 
interest. 


Women’s increased labour force participation has given rise to the dominance of the two- 
earner family, as discussed previously. This in turn has increased the demand for child care 
arrangements. It has increased the demand for part-time work and flexible work arrangements 
such as flextime, job-sharing, and compressed work weeks. It has also increased pressure for 
legislative initiatives such as equal pay and equal employment opportunity policies, as well as 
access to government-supported training and labour adjustment programs. 
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Figure 3.1 
Participation Rates’ of Mates ano Femates, 1901 to 1991 
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1. Participation rate includes workers aged 14+ for the years 1901 to 1961, and 15+ thereafter. 
Sources: Census of Canada, 1991; Gunderson and Riddell 1993. 


Women’s increased labour force participation has also led to pressures for change in the 
education system, especially in professional schools in higher education. Factors like unionization can 
also be affected to the extent that men and women have different propensities to unionize. 


Income support programs are also influenced by women’s labour force participation, and by 
the associated policy issue of whether support should be based on individual or family income. 
There has been pressure to reform unemployment insurance, for example. This is because it has 
evolved from an insurance program into an income maintenance program, even though the 
benefits are not based on family income or need shaped by the number of labour force 
participants. 


Similarly, pension reform is influenced by women’s growing labour force participation. 


As well, our concepts and measures of income inequality are heavily influenced by whether 
we use individual or family measures of income; family incomes are greatly influenced by the 
number of labour force participants. Our measures of economic growth are also influenced by the 
fact that household production is not included in our measures of national income, while work in 
the labour market is. 


Women’s growing labour force participation can also influence the unemployment rate, at 
least in the short run, if the economy is unable to absorb such an influx. It could also lead to a 
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decline in male participation rates, if, for example, higher family income enabled men to retire 
earlier. Women’s increased labour force participation can also contribute to increased wage 
polarization, especially if women disproportionately occupy the low-wage jobs. Family 
formation, including the decision to have children and when to have them, can also be influenced 
by labour force participation decisions. 


; Clearly, women’s rising labour force participation influences many social and policy issues. 

Also, many of these factors themselves (for example, child care arrangements, income support or 
the presence of children) can influence women’s choice to participate in the labour force. So it is 
important to understand the factors that influence women’s labour force participation decisions, 
and how those decisions differ from men’s. 


3.1. THEORETICAL DETERMINANTS OF LABOUR FORCE PARTICIPATION 


Economists stress that people are more likely to participate in the labour market if their expected 
labour market wage exceeds their reservation wage—the minimum wage at which they would 
enter the labour market. The reservation wage is the implied value of individuals’ time in such 
non-labour market activities as household work, education or retirement. It can be augmented by 
income support programs. 


The reservation wage provides a convenient way of analysing how different variables 
influence the decision to participate in the labour force. A variable is likely to increase labour 
force participation if it raises the individual’s expected market wage; it is likely to reduce labour 
force participation if it raises the person’s reservation wage. Training and higher education, for 
example, are likely to raise expected labour market earnings and hence labour force participation. 
In contrast, higher family income may afford an individual the choice of not having to work in the 
labour market. As well, the presence of children, especially pre-school age children, is likely to 
enhance the value of household time, and will discourage labour force participation.’ 


However, women who are strongly attached to the labour force prior to the birth of their first 
child are likely to remain in the labour force after having children. Econometric studies of the 
determinants of labour force participation generally confirm these theoretical expectations— 
especially for married women, the group that has most dramatically raised its labour force 
participation.‘ 

Broader social forces also influence women’s labour force participation. For example, social 
norms have changed; it is now acceptable for women with young children to work. Rising divorce 
rates may increase women’s desire to keep a career for economic security. And once they’ve 
worked in the labour market, they may also continue because they enjoy their work. 


3.2 1991 PARTICIPATION RATES BY GENDER AND OTHER CHARACTERISTICS® 


In 1991, an average 76% of males and 60% of females who were eligible to participate in labour 
market activities did so (see Table 3.1).° Thus, the average ratio of female-to-male labour force 
participation was 0.78. The remainder of the table indicates how those average participation rates, 
and the ratio of female-to-male participation, differ by such factors as age, education, children, 
marital status, language fluency, immigration status, ethnic status, Aboriginal origins, province 
and city size. 
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TABLE 3.1 


Averace Lasour Force Participation Rates, BY Various Catecories, 1991 


Category 


Overall participation rate 


Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No degree, certificate or diploma 
High school graduate 

Trade certificate or diploma 

Other non-university certificate 
University diploma below bachelor level 
Bachelor’s degree(s) 

University degree above bachelor’s 


Degree in medicine, dentistry, veterinary medicine or optometry 


Master’s degree(s) 
Doctorate degree 
Non-labour income ($000) 


Children at home 


No children 


At least one child under 2, none over 5 
No children under 2, some 2 to 5 
Some children under 6, some over 5 
No children under 6, some 6 to 14 

No children under 15, some 15+ 


Marital status 


Never married, single 


Common law 
Married 
Separated 
Widowed 
Divorced 


Languages known 


English only 
French only 


Both English and French 
Neither English nor French 
No non-official languages 
Some non-official languages 
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Female 


59.8 


65.6 
78.4 
80.2 
Cer 
39.0 

5.6 


53.9 
(Qe 


39.4 
68.2 
73.0 
(94 
alee) 
83.5 
80.9 
87.1 
84.8 
83.0 


53.4 
65.4 
70.7 
63.1 
78.1 
61.7 


66.8 
80.3 
61.0 
65.6 
14.5 
68.9 


60.6 
50.4 
67.8 
27.0 
60.4 
57.4 


Male 
76.3 


69.2 


94.5 
94.7 
Ae il 
66.4 
13.8 


72.4 
87.7 


61.3 
83.8 
85.0 
90.6 
82.5 
89.8 
86.6 
86.2 
90.3 
88.4 


73.1 
90.9 
78.0 
78.0 
23.6 
75.6 


76.9 
70.9 
79.4 
47.8 
76.9 
74.2 


Female:male 


ratio 
0.784 


0.948 
0.830 
0.847 
0.782 
0.587 
0.406 


0.748 
0.888 


0.643 
0.814 
0.859 
0.873 
0.867 
0.930 
0.934 
1.010 
0.939 
0.939 


0.914 
0.883 
0.782 
0.841 
0.614 
0.911 


0.788 
0.711 
0.854 
0.565 
0.785 
0.774 


TaBLE 3.1 (CONCLUDED) 


Averace Lasour Force Participation Rates, BY Various Catecories, 1991 


Category 
Immigrant status 


Non-immigrant 
Immigrant 


Visible minority status 


Not visible minority 
Visible minority 


Aboriginal origins 


Non-Aboriginal 
Aboriginal 


Province 


Ontario 
Newfoundland 
Prince Edward Island 
Nova Scotia 

New Brunswick 
Quebec 

Manitoba 
Saskatchewan 
Alberta 

British Columbia 
Yukon and Northwest Territories 


Census area 


Not in census metropolitan area 
Toronto 

Montréal 

Vancouver 

Other census metropolitan area 


Notes: The reference categories for categorical variables appear in bold, unshaded type. 


figures not available 
figures not applicable 


Female 


60.8 
99.8 


99.3 
65.2 


99.9 
98.3 


62.1 
93.8 
61.2 
94.5 
53.0 
56.2 
60.0 
59.6 
65.8 
59.9 
71.5 


56.1 
65.0 
98.0 
63.1 
62.4 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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76.9 
73.9 


76.2 
77.3 


76.4 
73.0 


77.5 
69.6 
79.0 
72.4 
72.4 
74.5 
76.1 
77.6 
81.6 
79.5 
Loeh 


74.1 
79.1 
fod 
77.6 
78.1 


Female:male 
ratio 


0.791 
0.755 


0.778 
0.844 


0.784 
0.799 


0.801 
0.773 
0.816 
0.753 
0.732 
0.754 
0.788 
0.768 
0.806 
0.793 
0.897 


0.757 
0.822 
0.766 
0.813 
0.799 


3.2.1 Age 


Labour force participation rates for both genders tended to rise quickly through the early adult 
years, slip a little after age 50 and then plunge after age 65. Among younger males and females, 
participation rates were very similar; in the 15-to-24 age group, the female rate was very close to 
the male rate. For the 25-to-34 age group, the participation rate rose substantially to 95% for 
males, but only to 78% for females; thus the ratio of female-to-male participation was 0.83 in that 
age group. This is likely because some women in the 25-to-34 age group left the labour force for 
marriage, child-bearing and child-raising activities. However, this drop is small—most women 
continued to participate through the childbearing years. Female participation rebounds in the 
35-to-44 age group, likely reflecting the mothers returning to the labour force after periods of 
child-rearing. After age 44, however, the ratio of female-to-male participation was substantially 
lower. This may be because these older generations of women were less likely to have 
participated in the labour market when they were younger. 


3.2.2 Education 


Among both males and females, labour force participation increased with level of education. This 
reflects, in part, the greater earning power associated with more education. 


The effect is much more pronounced for females than males. Women with a university degree 
at the bachelor’s level or higher had participation rates that were approximately 94% of men’s 
rates. Women with degrees in medicine, dentistry, veterinary science or optometry had higher 
participation rates than did men with those degrees. Conversely, women with no degree, certificate 
or diploma had by far the lowest participation rate, both absolutely and relative to males. 


3.2.3 Children 


Women with children in the household actually had a higher participation rate than women 
without children. This is an example, however, of how the average participation rate can mask 
confounding influences, since women without children in the household are also likely to be 
older, and older women have lower participation rates. The regression analysis later in this 
chapter shows that the presence of children, all other things being equal, does reduce women’s 
labour force participation. The children at home variable is tabulated only for women, since the 
census data do not record children at home for men. 


Remarkably, however, 71% of women with children between the ages of 2 and 5, and 78% of 
those with children between the ages of 6 and 14, participated in the labour force. In fact, these 
women had higher participation rates than did women in general. This shows that, although the 
presence of younger children deters women from labour force participation, women with children 
still had high participation rates. These women are in their peak years of labour force 
participation; this highlights the pressure they face from both child-rearing and labour market 
activities. 
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3.2.4 Marital status 


Being married or single also accounts for some of the participation rate differences between the 
sexes. The rate was lowest for females relative to males among those who are widowed. Again, 
however, this likely reflects the impact of age—older people are most likely to be widowed, and 
older women have low participation rates. 


The difference in participation rates was also greater for married people, since married 
women are more likely to have both children and alternative sources of family income, each of 
which tends to reduce labour force participation. Participation rates were similar for males and 
females who were single and had never married. 


3.2.5 Language 


The greatest gaps between male and female participation rates are found in language groups. 
Women who knew French only participated less (at 50%) than similar men (at 71%). Among 
women who knew neither English nor French, 27% participated in the labour force, compared 
with 48% of similar men. 


3.2.6 Immigration status 


Immigrants of both genders had slightly lower participation rates than did non-immigrants.’ The 
gap was slightly greater for female immigrants (56%) than male immigrants (74%). This also 
means that the ratio of female-to-male participation was lower among immigrants. 


3.2.7 Aboriginal and minority participation 


Participation rates were also a little lower for Aboriginals than for non-Aboriginals. The 
Aboriginal males’ rate was 73%, compared with 76% among non-Aboriginal males. The 
Aboriginal females’ rate was 58%, compared with 60% among non-Aboriginal females. 


Visible minorities, however, had higher participation rates than non-visible minorities. The 
difference was substantial among females—65% compared with 59% among females of non- 
visible minorities. 


3.2.8 Across the regions 


The national average participation rates for men and women were 76% and 60%, respectively. 
Participation rates were higher in Ontario, Alberta, the Yukon and the Northwest Territories, 
among both genders. Participation rates were close to average among both genders in Manitoba, 
Saskatchewan and British Columbia, and they were lower than average in Quebec and the 
Atlantic provinces, except for women on Prince Edward Island. 


In general, in provinces where participation rates were high they were high for both males and 
females—especially females. So, high-participation regions like Ontario, Alberta and especially 
the territories also had higher-than-average ratios of female-to-male participation. Conversely, 
low-participation provinces such as Quebec, New Brunswick and Nova Scotia had lower ratios of 
female-to-male participation. 
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In metropolitan areas, especially Toronto, participation rates tended to be higher than the 
national average among both genders. The exception was Montréal, where female participation 
was slightly lower than average. 


In most of the other metropolitan areas, the ratio of female-to-male participation was higher 
than the national ratio. In essence, the same pattern prevailed across urban areas as across regions: 
When participation rates were high for males they tended to be disproportionately higher for 
females. 


The reasons for this are not obvious. It does reflect the fact that women are more responsive 
to the factors that influence labour force participation in general. Presumably, this in turn reflects 
the importance of their non-labour market activities, including household work. As well, women 
may be regarded more as a “buffer” or “reserve,” disproportionately leaving the labour force 
when men’s participation is low and disproportionately entering the labour force when men’s 
participation is high. 


3.3 REGRESSION ESTIMATES OF DETERMINANTS OF 
LABOUR FORCE PARTICIPATION 


The previous analysis focused on how male and female labour force participation rates varied by 
characteristics such as age, education, children at home, marital status and region. This is 
informative, but it often masks the confounding influences of different factors that are the 
underlying determinants of labour force participation. 


In multiple regression analysis, the estimated regression coefficients indicate each variable’s 
separate and independent impact while controlling for—holding constant—the effect of the other 
explanatory variables in the regression equation. 


The regression coefficients indicating the determinants of the probability of men and women 
participating in the labour force are shown in Table 3.2. The independent variables are the same 
as those in Table 3.1, which give the average participation rates according to these characteristics. 
All the explanatory variables but one are categorical, capturing whether the individual was in that 
particular category (for example, age group or region). The exception is non-labour income, 
which is a continuous variable. 


For each variable, the regression coefficients show the effect on the probability of labour 
force participation of being in a particular category. That probability is relative to the omitted 
reference category—the category without an associated regression coefficient. As well, each 
coefficient is derived only after controlling for the effect of all the other variables in the table. 


The f statistics, which indicate whether the relationship is statistically significant, are given in 
Appendix 3.4. Logistic regression results are also discussed and presented in Appendix 3.6. 


The mean values for each of the independent variables are also shown in Table 3.2. For 
categorical variables, these simply represent the proportion of persons in each category. 
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TABLE 3.2 


Lasour Force Participation Equations, 1991 Specirication (ORDINARY LEAST-SQUARES 
LINEAR ProsasiLity EstimATES) 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 al Ee. 18.4 iF 
25-34 22.3 11.1 22.8 152 
35-44 20.1 9.5 20.8 13.3 
45-54 13.6 -0.4 14.4 11.3 
55-64 Hike -29.2 a1c2 -12.1 
65+ 15.7 -59.4 12.4 -62.8 
Vocational training 
No vocational training 75.4 is TL i 
Vocational training 24.6 SW 27.3 0.7 
Degree, certificate or diploma 
No degree, certificate or diploma 414 e 40.0 “s 
High school graduate 25.1 15.4 21.3 11.4 
Trade certificate or diploma 7.8 16.6 14.4 10.0 
Other non-university certificate oe 20.2 9.8 12.4 
University diploma below bachelor level 2.5 22.0 1.6 Aah 
Bachelor’s degree(s) Thal 24.1 8.0 12.4 
University degree above bachelor’s 12 24.3 1.4 13.6 
Degree in medicine, dentistry, veterinary medicine or optometry 0.2 29.9 0.6 17.8 
Master’s degree(s) iss 26.7 72) 12.4 
Doctorate degree 0.1 28.3 0.6 15.8 
Non-labour income ($’000) 35.6 -0.0008 27.9 -0.0005 
Children at home 
No children 56.8 ic 
At least one child under 2, none over 5 or -19.7 
No children under 2, some 2-5 3.6 -14.1 
Some children under 6, some over 5 6.0 -20.6 
No children under 6, some 6-14 13.8 -3.6 
No children under 15, some 15+ 14.1 3.6 
Marital status 
Never married, single 22.8 A 29.0 a 
Common law 6.6 12.4 7.0 11.9 
Married 53.7 4.2 56.8 10.8 
Separated scat 0 2.5 2.0 5.6 
Widowed 9.3 0.4 1.9 2.4 
Divorced 5.0 5.4 353 3.0 
Languages known 
English only 65.8 “6 67.4 ig: 
French only 15.1 -4.9 12.6 -2.7 
Both English and French Ws 0.8 19.1 -0.2 
Neither English nor French 1.6 -§.3 0.9 -4.9 
No non-official languages known 80.6 a 80.1 EN 
Some non-official languages known 19.4 -1.3 20.0 -0.3 
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TaBLeE 3.2 (CONCLUDED) 


Lasour Force Participation Equations, 1991 Specirication (ORpINARY Least-squares LINEAR 


ProsasiLity EstiMATES) 


Variable 
Immigrant status 


Non-immigrant 
Immigrant 


Visible minority status 


Not visible minority 
Visible minority 


Aboriginal origins 


Non-Aboriginal 
Aboriginal 


Province 


Ontario 
Newfoundland 
Prince Edward Island 
Nova Scotia 

New Brunswick 
Quebec 

Manitoba 
Saskatchewan 
Alberta 

British Columbia 
Yukon and Northwest Territories 


Census area 


Not in census metropolitan area 
Toronto 

Montréal 

Vancouver 

Other census metropolitan area 


Intercept 

Sample size 

Re 

Average participation rate 


Notes: The reference categories for categorical variables appear in bold, unshaded type. 


figures not available 
figures not applicable 


80.5 
19.5 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


Female 


Coefficient 


3.3 
2.1 
3.9 
0.9 


60.4 
161,760 
0.36 
59.8 


80.4 
19.6 


91.7 
8.3 


97.0 
3.0 


36.9 
21 
0.5 
3.3 
ail 

29.3 
4.0 
3.5 
9.2 

122 
0.3 


40.6 
14.2 
11.4 

6.0 
27.8 
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Coefficient 


05 


66.6 
154,158 
0.41 
76.3 


3.3.1 Age 


As shown in Table 3.2, the probability of participating in the labour force is higher in the older 
age groups, relative to the 15-to-24 age group, at least until age 55 among males and age 45 
among females. The effect of age is generally more pronounced for males than females. Thus, 
males reach their peak participation later than do females. 


3.3.2 Training and education 


Similar proportions of males and females were likely to have received training (means of 27% 
and 25%, respectively). Females who received training, however, were 3% more likely to 
participate in the labour force than untrained females. Among males, the effect of training was 
statistically insignificant—males with training were less than 1% more likely to participate in the 
labour market. 


The mean values for education show that males were more likely to have a trade certificate or 
diploma (14% of males, compared with 8% of females). They were also more likely to have a 
university degree, although by a narrower margin—13% versus 10% for a bachelor’s degree or 
higher. 


The regression coefficients show that, for both genders, higher education is associated with 
greater probabilities of labour force participation. The effect is especially pronounced for 
females. Females with a bachelor’s degree, for example, were 24% more likely to participate in 
the labour force than were females with no degree, certificate or diploma. This is twice the 
magnitude of the corresponding coefficient for males. Similarly, females with a master’s degree 
or doctorate were, respectively, 27% and 28% more likely to participate in the labour force than 
were females with no degree, certificate or diploma. These are approximately twice the 
corresponding coefficients for males. 


3.3.3 Income from outside the labour market 


The negative coefficients on the non-labour income variable show that, other things being equal, 
men and women with greater wealth from sources other than their own labour market earnings are 
less likely to participate in the labour market. This is presumably because they can afford not to 
work. 


The impact is stronger for women than men. This may reflect the availability of maternity 
benefits, the perceived importance of parental care, and the high cost of child care for children 
under the age of 2. The quantitative magnitude of the effect, however, is so small as to be 
negligible. An increase of $1,000 in the non-labour wealth of women, for example, would have 
reduced their participation rate by only 0.0008. It is more accurate to say that, by 1990, non- 
labour market wealth essentially had no effect on women’s or men’s participation rates. 


3.3.4 Children at home 


The inhibiting effect of children, especially of pre-school age children, on women’s labour force 
participation is illustrated by the large negative coefficients for the child variables. Women with 
children under the age of 2 were 20% less likely to participate in the labour force than were 
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otherwise similar women with no children. If their children were between 2 and 5, they were only 
14% less likely to participate than were similar women with no children. This likely reflects the 
fact that other child care arrangements are more feasible for children after age 2. Women with 
some children under 6 and some over 5 also had a much lower participation rate. Older children, 
however, did not inhibit labour force participation. Participation was less than 4% lower than 
among women with no children in their household if the children were between 6 and 14, and was 
nearly 4% higher if they were over 14.’ 


These results highlight the care that must be taken when using average participation rates, as 
was done in Table 3.1. Those results showed that participation rates were higher than average for 
women with children, even very young children. Those higher participation rates, however, are 
bolstered by other characteristics such as age. When these other factors are controlled for in the 
regression analysis, the effect of younger children becomes pronounced. 


The presence of younger children inhibits, but by no means eliminates, participation. Having 
a child under the age of 2 reduces participation by 20%. But this is only a one-third reduction 
relative to the average female participation rate of 0.60. Furthermore, the presence of additional 
children is not an inhibiting factor for women who already have children and participate in the 
labour force (Nakamura and Nakamura 1994). 


3.3.5 Marital status 


The marital status variable indicates that, other things being equal, participation rates were 11% 
higher for married men and 4% higher for married women, both relative to single people who had 
never married. 


3.3.6 Language and immigration status 


Those who speak French only had lower participation rates, especially females, other things 
being equal. It was also 5% lower for those who speak neither English nor French. 


Participation rates were not greatly affected by whether the person speaks a language other 
than English or French or if they are an immigrant. Rates were nearly 6% lower for males who 
are members of a visible minority group, but less than 1% lower for like females. They are almost 
9% lower for Aboriginal males and females. 


3.3.7 Across the regions 


Participation rates vary moderately across provinces when the impact of other variables are 
controlled for. Relative to Ontario, female rates were 5% lower in Quebec and 7% to 8% lower in 
the Atlantic provinces. The exception was Prince Edward Island, where they were slightly higher. 
Among men, they were also lower, but by a smaller margin. They were slightly higher in the 
Prairie provinces and slightly lower in British Columbia. Women in the Yukon and Northwest 
Territories were an anomaly; their rate was almost 9% higher than that of women in Ontario. 


In metropolitan and non-metropolitan areas, participation rates were similar, after other 
variables are controlled for. The rates were slightly higher in most metropolitan areas, especially 
among females, but the differences are small. 
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3.4 COMPARISONS ACROSS 1971, 1981 AND 1991 CENSUS YEARS 


3.4.1 Age-participation profiles 


In all age groups, males’ participation rates exceeded women’s in 1991 (Figure 3.2A). Both 
genders’ rates rise rapidly with age and then stay on a high plateau—near full participation for 
males and around 80% for females. There is also a “twin peaks” pattern for women. The first 
peak occurs in the early twenties, and the second in the early forties, as many return to the labour 
force after periods of child-rearing. For both genders, there is then a rapid decline in 
participation—for women after age 50 and for men after age 55. 

The gap in male-female participation rates shrank substantially between 1971 and 1991 
(Figures 3.2A, 3.2B, 3.2C). Essentially, male participation rates by age remained flat over the 
three census years, while female participation rates climbed steadily towards male rates. 


Figure 3.2A 
Ace—Participation PRorites, BY SEX, 1991 


Participation rate (%) 
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Females 


Source: Census of Canada, 1991. 
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Figure 3.2B 
Ace—Participation Prorites, BY Sex, 1981 
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Source: Census of Canada, 1981. 


Fiaure 3.2C 
Ace—Participation Prorices, BY Sex, 1971 
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Source: Census of Canada, 1971. 
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Furthermore, the second peak for women in their forties grew to be almost as high as the 
earlier peak. This highlights the increasing importance of women returning to the labour force 
after periods of child-bearing and child-rearing. By 1991, the age-participation profile of women 
was becoming more like that of men, but at a slightly lower level overall (Figures 3.3A, 3.3B). 


Over time, female participation rates have changed dramatically with each successive census 
year, especially for women in their thirties and forties. The decline in participation for women 
after age 50 likely reflects the fact that, even by 1991, many of these women may have never 
participated in the labour force. 


Among men, the changes were not so dramatic. However, a trend towards early retirement is 
shown by the lower profile after age 55 in each of the three successive census years. Some of the 
increased early retirement may have been involuntary, however, reflecting the restructuring and 
higher unemployment that occurred over those years. 


Figure 3.3A 
Femace AGeE—Participation Prorites, 1971, 1981 ano 1991 
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Source: Census of Canada, 1971,1981 and 1991. 


Lasour Force PARTICIPATION 


37 


Figure 3.3B 
Mate Ace—Participation Prorites, 1971, 1981 ano 1991 
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Source: Census of Canada, 1971,1981 and 1991. 


3.5 REGRESSION ESTIMATES, 1971, 1981, 1991 


Tables 3.3, 3.4, and 3.5 give ordinary least-squares (OLS) estimates of the determinants of male 
and female labour force participation for 1971, 1981 and 1991. The corresponding ¢ statistics, 
which are almost always significant at conventional levels, are in Appendix 3.5.!° 


3.5.1 Children at home 


The most notable trend over the period is the effect of children on women’s labour force 
participation. In 1971 and 1981, women with children were, respectively, 19% and 24% less 
likely to participate in the labour force than were women without children, after the other 
determinants of participation are controlled for. By 1991, they were only 14% less likely to 
participate. Clearly, the inhibiting effect of children on labour force participation declined, 
especially over the 1980s. 


3.5.2 Age 


The aging of the labour force is apparent; among both males and females, over the three census 
years, smaller portions of the labour force were found in the younger age brackets and larger 
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portions in the older age brackets. For example, the proportion of the female labour force in the 
15-to-24 bracket decreased from 26% in 1971 to 17% in 1991, while the proportion in the 35-to- 
44 bracket increased from 16% in 1971 to 20% by 1991. Larger proportions of women were also 
in their main childbearing years—25 to 44—indicating that group’s growing labour force 
participation. 

The most notable changes in the coefficients reveal the trend towards earlier retirement from 
the labour force. The negative coefficients grew for both men and women aged 55 to 64 and 
over 64 (except for males age 55 to 64 in 1971). 


3.5.3 Vocational training and higher education 


The proportion of the work force with vocational training grew substantially over the period. 
Among males, it increased from 15% to 27% between 1971 and 1991; among females, from 11% 
to 25%. 


The labour force also became much more educated over the period. Among both males and 
females, the proportion of the labour force with no high school diploma fell from 69% in 1971 to 
around 40% by 1991. The proportions of both genders with some postsecondary education 
increased dramatically, as did the proportions of those with a bachelor’s degree. 


The effect of higher education on the probability of participating in the labour force did not 
change dramatically for either gender. Among males the coefficients were similar across the 
years, except for post-bachelor’s education and postgraduate degrees; those coefficients did rise 
from 1971 to 1991. Among females, the same applies except for a pronounced increase for those 
with a post-bachelor’s degree. 


3.5.4 Non-labour income 


Non-labour market wealth had very little negative impact on both male and female labour force 
participation, and that impact declined over the period. The decision to participate in the labour 
force has had less and less to do with having the means to not participate. 


3.5.5 Languages known 


Among those who spoke French only or neither English nor French, labour force participation 
was lower in all three census years compared with those who spoke only English. For those who 
spoke French only, however, this negative effect on participation declined continuously over the 
three census years—that is, the negative coefficients became smaller. The negative effect was 
sustained, however, for those who spoke neither of the two official languages. 


3.5.6 Immigrant status 


The portion of the labour force that was immigrant remained remarkably stable over the census 
years, about 20% for both males and females. The equal likelihood of immigrants participating in 
the labour force as non-immigrants hardly changed—the coefficients are close to zero in all three 
census years. 
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3.5.7 Province 


The provincial pattern of participation rates also changed little over that time period. Participation 
rates by and large increased in the Atlantic provinces relative to the other provinces. However, 
unemployment also increased in the Atlantic provinces relative to other provinces over the period. 
Thus, the increase in Atlantic provinces’ labour force participation reflects more people entering 
the labour force but remaining unemployed. 


Between 1971 and 1991, the determinants of labour force participation,-as outlined in Tables 
3.3 to 3.5, have been able to explain much of the variation in participation rates for both males 
and females. That is, there has been a steady increase in R? over each successive census year. 


TABLE 3.3 


Labour Force Participation Equations, COMMON SPECIFICATION ACROSS THREE Censuses, 1971 
(OrbinaRY Least-squares LINEAR PROBABILITY ESTIMATES) 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 26.1 ay 26.6 oe 
25-34 19.0 ied 19.6 14.1 
35-44 16.4 15 al 17.0 132 
45-54 18:2 4.3 15.2 12.3 
55-64 11.3 7.2 11.4 (4s) 
65+ 12.1 -41.4 10.1 -51.4 
Vocational training 
No vocational training 89.1 a 84.6 a8 
Vocational training 10.9 10.4 15.4 as) 
Degree, certificate or diploma 
No high school diploma 69.4 ie 69.1 eh 
High school graduate 21.9 14.1 17.6 8.3 
Some postsecondary 5.4 20.9 6.4 2t3 
Bachelor’s degree 2s) 21.3 3.0 11.2 
Post-bachelor’s degree 0.1 8.1 0.3 4.5 
Postgraduate degree lint 295.0 3.6 ihe 
Children at home 
No children 36.7 $e 
Some children 63.3 -19.4 
15-24 and no children 46 #03 
25-34 and some children 14.2 -15.5 
35-44 and some children 141 1.0 
45-54 and some children 12.6 8.5 
59-64 and some children 8.6 8.3 
65+ and some children 9.2 12.7 
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TABLE 3.3 (CONCLUDED) 


Lasour Force Participation Equations, ComMON SPECIFICATION ACROSS THREE Censuses, 1971 
(Orpinary Least-squares LINEAR PROBABILITY ESTIMATES) 


Female Male 
Variable Mean Coefficient Mean Coefficient 


Marital status 


Single 24.8 & 31.2 fe 
Married 61.5 -4.0 62.9 15.9 
Separated, widowed, divorced 13.8 Ont 5.9 49 
Non-labour income ($’000) 29.1 -0.002 16.9 -0.001 
Languages known 

English only 65.8 ce 66.2 a 
French only Wes —9.7 14.2 -9.0 
English and French 15.1 -0.05 18.5 -1.1 
Neither English nor French 1.8 -42 le -6.6 
Immigrant status 

Non-immigrant 80.3 oe 79.7 Ee 
Immigrant 19.7 2.9 20.3 -0.6 
Province 

Atlantic provinces 8.6 os 8.8 ae 
Quebec 28.4 6.4 27.9 3.4 
Ontario 36.6 10.4 36.3 7.1 
Prairie provinces 16.0 8.1 16.5 lee 
British Columbia 10.3 47 10.6 40 
Intercept 47.6 60.0 
Sample size 75,271 74,158 
R? 0.17 0.31 
Average participation rate 40.3 76.9 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The tstatistics are given in 


Appendix 3.5. 
figures not available 
figures not applicable 


Source: Census of Canada, Individual Public Use Micro-data Files, 1971. 
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TaBLe 3.4 


Lasour Force Participation Equations, Common SPECIFICATION ACROSS THREE Censuses, 1981 


(Orpinary Least-squares LincaR PRosasiLity Estimates) 


Female 
Variable Mean Coefficient 
Age 
15-24 24.3 ie 
25-34 22.3 9.5 
35-44 15.5 2.5 
45-54 Teal -4.1 
55-64 11.8 -26.3 
65+ 13.0 -60.8 
Vocational training 
No vocational training 80.3 NE 
Vocational training 19.7 0.5 
Degree, certificate or diploma : 
No high school diploma 52:0 = 
High school graduate 21.6 15.6 
Some postsecondary 20.0 21.4 
Bachelor's degree 4.4 22.6 
Post-bachelor’s degree 0.7 28.1 
Postgraduate degree 0.9 27.9 
Children at home 
No children 37.7 a 
Some children 62.3 -24.2 
15-24 and no children Sal He 
25-34 and some children 14,7 4.6 
35-44 and some children 13.3 ES 
45-54 and some children Tike) 14.0 
55-64 and some children 9.9 15.3 
65+ and some children 10.0 19.1 
Marital status 
Single 24.5 ee 
Married 60.4 3.8 
Separated, widowed, divorced 15.1 9.2 
Non-labour income ($000) 36.6 -0.0009 
Languages known 
English only 65.5 i 
French only 16.6 =1.2 
English and French 16.4 0.6 
Neither English nor French 1 -3.4 
Immigrant status 
Non-immigrant 80.7 3H 
Immigrant 19.3 2.6 


25.6 
22.9 
16.3 
13.6 
11.2 
10.4 


76.4 
23.6 


49.6 
ifs 
22.9 
6.1 
i 
2.9 


31.1 
62.5 

6.4 
29.3 


66.4 
13.7 
19.0 

0.8 


80.7 
19.3 


WoMEN AND THE CANADIAN LABOUR MARKET: TRANSITIONS TOWARDS THE FUTURE 


42 


Coefficient 


11.0 
10.0 
8.7 
-5.6 
-63.9 


TasLe 3.4 (CONCLUDED) 


Lasour Force Participation Equations, ComMON SPECIFICATION ACROSS THREE Censuses, 1981 
(Orpinary Least-squares LINEAR PRoBABILITY EsTIMATES) 


Female Male 

Variable Mean Coefficient Mean Coefficient 
Province 

Atlantic provinces 8.4 ae 8.4 si 
Quebec 27.1 on 26./ 2.5 
Ontario 36.3 8.4 35.7 5.3 
Prairie provinces 16.8 7.8 Ue) Te 
British Columbia 11.4 5.8 11.6 4] 
Intercept 56.7 66.1 
Sample size 187,773 181,607 
R? 0.25 0.37 
Average participation rate 53.1 79.4 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The tstatistics are given in 
Appendix 3.5. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1981. 


TABLE 3.5 


Lasour Force Participation Equations, COMMON SPECIFICATION ACROSS THREE Censuses, 1991 
(OrpinarY Least-squares LINEAR PRosasitity EsTIMATES) 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 al H 18.4 a 
25-34 22.3 12.0 22.8 15.4 
35-44 20.1 9.9 20.8 13.5 
45-54 13.6 Duk 14.4 11.6 
59-64 11.2 -27.4 ites -11.6 
65+ 157 -60.2 12.4 -62.3 
Vocational training 
No vocational training 75.4 nf 72.7 , 
Vocational training 24.6 2.1 PA 2 0.7 
Degree, certificate or diploma 
No high school diploma 41.1 oe 40.0 nf 
High school graduate 25.1 15.6 21.3 11.4 
Some postsecondary 23.9 20.2 25.8 11.2 
Bachelor’s degree el 23.5 8.0 12.4 
Post-bachelor’s degree 2 23.2 1.4 lehvi 
Postgraduate degree lst 26.0 3.6 13.9 
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TABLE 3.5 (CONCLUDED) 


Lasour Force Participation Equations, Common SpeciFicaTion ACROSS THREE Censuses, 1991 
(OrpinarY Least-squares LINEAR PRopasiLity ESTIMATES) 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Children at home 
No children SEO A 
Some children 62.7 -14.3 
15-24 and no children 1.9 Be 
25-34 and some children 15.2 -3.0 
35-44 and some children 17.8 8.0 
45-54 and some children 12.8 10.9 
55-64 and some children 10.6 11.9 
65+ and some children 14.6 ey 
Marital status 
Single 22.8 Pe 28.9 Bs 
Married 60.3 6.5 63.9 11.1 
Separated, widowed, divorced 16.9 De fee 4.0 
Non-labour income ($’000) Sho} df -0.0007 27.9 0.0004 
Languages known 
English only 65.7 Sn 67.2 * 
French only 15.2 -5.0 WET -2.6 
English and French 17.5 eZ 19.2 0.1 
Neither English nor French 1.6 -5.8 0.9 -6.1 
Immigrant status 
Non-immigrant 80.4 we 80.3 " 
Immigrant 19.6 -0.8 19.7 -1.1 
Province 
Atlantic provinces 8.1 ie 8.2 oY 
Quebec 26.0 3.0 Pa \9) el 
Ontario 37.4 7.6 Sine 5.2 
Prairie provinces 16.3 8.3 16.9 6.8 
British Columbia 12.1 oe 12.3 3.9 
Intercept te 52.2 ons 60.5 
Sample size oe 160,568 Ae 152,977 
R? 7 0.34 sf 0.41 
Average participation rate m 59.8 eA 76.3 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The tstatistics are given in 
Appendix 3.5. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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3.6 SUMMARY AND CONCLUDING OBSERVATIONS 


Women’s labour force participation has grown dramatically since 1900, and especially since 
1960. This, coupled with the generally slow but steady decline in men’s participation, has caused 
male and female participation rates to approach each other. By 1991, overall participation rates 
were 60% for females and 76% for males. 


Among both males and females, labour force participation increases rapidly with age in the 
early part of the working years, levels off (declining slightly for females in their thirties), and then 
plummets around age 50 for women and 55 for men as they retire from the labour force. 


Since 1971, that pattern has been fairly constant for men, although retirement has gained 
prominence. Among women, however, participation has increased at all ages, especially among 
women in their thirties and forties. Because men’s age—participation profiles have been fairly 
constant, and women’s have increased, the two genders’ age—participation profiles have moved 
towards each other. 


Other things being equal, participation increases with education, especially for women. It is 
lower for those who speak only French or who speak neither French nor English, and it is lower 
for visible minorities and Aboriginals, but not for immigrants. Participation is lower in Quebec 
and in the Atlantic provinces, and in non-metropolitan areas. In general, where participation is 
high it is disproportionately higher for women than for men, so that the women’s rate is closer to 
the men’s rate than it is to the national averages. 


Other things being equal, the presence of young children—especially pre-school-age 
children—pushes down women’s labour force participation. In spite of this, the overall 
participation rate does not drop sharply for women of child-raising years (ages 20 to 40). 


Non-labour market wealth has a very small effect on labour market participation. The effect 
is stronger for women than men, but it has declined over time. 


But the most important change that has occurred since the 1971 Census is the dramatic 
increase in the labour force participation of women, especially women with young children. This 
has placed pressure on policies in the areas of child care, equal pay and equal employment, and 
on alternative work-time arrangements. Even if men’s and women’s participation patterns never 
completely converge, these issues will remain on the policy agenda. 
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ENDNOTES 


. The Labour Force Survey also excludes those in the Yukon Territory, the Northwest Territories, and on reservations, 


in part because of the difficulty of surveying such groups monthly. 


Labour Force Survey data indicate that since 1991 men’s labour force participation has continued to decline, while 
women’s appears to have reached a plateau (Basset 1994; Butlin 1995). 


This has been emphasized by Nakamura and Nakamura (1992, 1994). 


Cleveland, Gunderson and Hyatt (1996); Gunderson (1976, 1977, 1980); Nakamura and Nakamura (1981, 1983, 
1985, 1992, 1994); Robinson and Tomes (1982, 1985); Smith and Stelcner (1988). 


Data exclusions and adjustments to provide comparability when the 1971, 1981 and 1991 Census data are used are 
Outlined in Appendix 3.1. Variable definitions are given in Appendix 3.2 for the 1991 specification and Appendix 3.3 
for the common specification across the 1971, 1981 and 1991 Censuses. 


The reference period is the week prior to the enumeration week of June 4, 1991. 


Extensive discussion of the labour market outcomes of immigrant women is given in subsequent chapters, especially 
Chapter 5. 


The dependent variable in this case is binary coded or dichotomous, coded 1 if the person participated in labour 
market activities, 0 if they did not. Predicted values of the dependent variable are interpreted as probabilities of 
participating in the labour market. However, ordinary least-squares estimates of the regression function (termed the 
linear probability function) do not constrain the predicted values to fall within the unit interval. This implies that it 
cannot strictly be interpreted as a probability function since there is no guarantee that probabilities of less than 0 or 
greater than 1 could not occur. 


Logistic regression does provide estimates of logit coefficients, which ensure that predicted values of the dependent 
variable fall within the unit interval, allowing interpretation as a probability function. The logistic regression 
procedures are outlined in Appendix 3.6, which also provides a table of the logit results. The logit coefficients by 
themselves do not give the changes in probability, and such changes have to be calculated for different levels of 
probability. As such they are more cumbersome to present. Because the logit results are similar to the ordinary least- 
squares regression results in this case, the simpler ordinary least-squares results are presented in the text, and the 
logit results are given in the appendix. 


Although information on the cost and availability of child care is not available in the census data, these factors have 
been shown to be important determinants of women’s labour force participation in Canada (Cleveland, Gunderson 
and Hyatt 1996). 


To compare the results over time, a common specification across the three census years was needed. The common 
specification uses a smaller set of variables and categories than does the full 1991 specification, because the 
variables and categories must be common across the three census years. Fortunately, the 1991 results are similar for 
both the full specification and the common historical specification. This suggests that the historical specification is 
appropriate, even if it is narrower than the full specification. The explicit decisions that were made to construct the 
common specification are laid out in Appendix 3.3. As with the 1991 specification, the ordinary least-squares results 
are discussed in the text because they are simpler to present and are similar to the logit results, which are given in 
Appendices 3.7, 3.8 and 3.9. 


Comparing both mean values and coefficients is relevant; comparing the mean values shows the changing nature or 
composition of male and female labour force participants (for example, how their age and education changed). 
Comparing the regression coefficients highlights how the labour force behaviour of males and females changed. 
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AppreNDIX 3 


Appenpix 3.1 
Data ExcLusions AND Comparasitity AbJUSTMENTS 


In estimating the determinants of labour market outcomes, it is often necessary to restrict the 
analysis to a subset of the population for whom the outcomes can be attained. Furthermore, in 
making comparisons across different census data sets (for example, the 1971, 1981 and 1991 
Censuses) it is often necessary to exclude some observations for which common information is 
not available in all three census years. In this appendix, these exclusions are explicitly outlined. 


A more detailed discussion of data exclusions is given later in Appendix 5.1. The exclusions 
are most prominent in the earnings area. 


When analysing labour force participation decisions from the 1991 census data, it was 
possible to be very inclusive since most of the census population could potentially participate in 
labour market activities. The exception was children under the age of 15. They are required to be 
in school, and they are excluded from the census labour force. Labour force participation 
decisions were recorded for everyone in Canada 15 years of age and over, excluding institutional 
residents, who, in the week prior to enumeration (June 4, 1991), was employed, unemployed or 
not in the labour force. 


In the historical comparisons, some observations in particular years had to be excluded so as 
to have a common specification across the three census years. In the 1971 Census, data on the 
geographic code for people in Prince Edward Island, the Yukon and the Northwest Territories 
were not available. To facilitate comparability across the three census years, in the historical 
analysis people in these regions were also excluded from the 1981 and 1991 Censuses. 


The 1991 Census marked the first time that a question on the number of children ever born 
alive was asked of all females (including those never married) 15 years of age and over. In 
previous censuses, the question was asked of only ever-married females 15 years of age and over. 
For comparability purposes, in the historical analysis involving the 1991 data, never-married 
females were recorded as having no children ever born. 
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Appennix 3.2 


VariABLe Derinitions, 1991 SpeciricaTion FOR CHAPTER 3 


Variable 


Labour force participation 


Non-labour income 


No children at home 

At least one child under 2, none over 5 
No children under 2, some 2-5 

Some children under 6, some over 5 
No children under 6, some 6-14 

No children under 15, some 15+ 


Notes: 


Field 
84 1-10 


See Appendix 3.3 


—+ 
— 
oonf wre — 


The census fields and codes used to define all of the variables used for the 1991 labour force participation 


analysis are given in Appendix 5.3, which also includes a comprehensive list of variables used in the earnings 
analysis but not used in this participation analysis. The variables shown here are not used in Chapter 5. 


figures not applicable 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


AppPEnpIx 3.3 


VariabLe Derinitions, Common Specirication, 1971, 1981, 1991 Censuses For CHapTer 3 


1971 


Code 
Labour force participation 28 1-7 


Variable Field 


Non-labour income 50 See Note 1 


Some children 27 2-15 


Notes: 


1981 1991 


Field Code Field 
30 2-9 84 


Code 
1-10 
15 See Note 2 13 See Note 3 


25 1-9 19 2-8 


The census fields and codes used to define all of the variables used for the 1971, 1981 and 1991 historical labour 


force participation analysis are given in Appendix 5.4, which also includes a comprehensive list of the variables 
used in the earnings analysis but not used in this participation analysis. The variables shown here are not used 


in Chapter 5. 


1. Non-labour income is calculated here as total family income less one’s own employment income from wages and 
salaries and net income from self-employment. In the 1971 coding it is USFAMINC (Field 50) minus INCWAGES (Field 
56) minus INCSELF (Field 57). The income measures were in intervals; hence, the mid-points of the intervals were 
used. For the end intervals, individuals were given the average of their province and sex; that information was 


provided by Statistics Canada. 


2. Asin Note 1, with the 1981 coding CFINC (Field 15) minus WAGES (Field 60) minus SELFEMP (Field 61). 
3. Asin Note 1, with the 1991 coding CFINCP (Field 13) minus WAGESP (Field 97) minus SELFIP (Field 98). 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981 and 1991. 
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Appennix 3.4 


t Statistics, Labour Force Participation Equations, 1991 Specirication (OrbinaRY LeasT- 
SQUARES LINEAR PROBABILITY ESTIMATES) 


Variable Female 
Age 

15-24 = 
25-34 28.92 
35-44 22.00 
45-54 -0.89 
55-64 -61.12 
65+ -125.33 
Vocational training 

No vocational training He 
Vocational training 5.05 
Degree, certificate or diploma : 

No degree, certificate or diploma = 
High school graduate 59.25 
Trade certificate or diploma 22.08 
Other non-university certificate 28.16 
University diploma below bachelor’s level 32.52 
Bachelor’s degree(s) 53.30 
University degree above bachelor’s 26.22 
Degree in medicine, dentistry, veterinary medicine or optometry 14.25 
Master's degree(s) 30.14 
Doctorate degree 10.27 
Non-labour income ($’000) -24.02 
Children at home 

No children oe 
At least one child under 2, none over 5 -39.03 
No children under 2, some 2-5 -24.51 
Some children under 6, some over 5 -42.92 
No children under 6, some 6-14 -9.84 
No children under 15, some over 14 10.57 
Marital status 

Never married, single tis 
Common law 26.92 
Married 11.96 
Separated 3.68 
Widowed 0.84 
Divorced 9.82 
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Male 


49.00 
38.42 
30.33 
-30.87 
-160.97 


1.33 


49.30 
16.68 
20.11 
15.70 
34.85 
18.43 
16.88 
21.42 
14.36 
-16.71 


31.95 
41.34 
8.78 
3.57 
6.70 


Appenpix 3.4 (CONCLUDED) 


t Statistics, Lasour Force Participation Equations, 1991 Specirication (Orpinary Least- 
SQUARES LINEAR PROBABILITY ESTIMATES) 


Variable Female Male 


Languages known 


English only aS -. 
French only —9.99 -6.22 
Both English and French 2.38 -0.63 
Neither English nor French -6.45 —§.55 
No non-official languages known 4 e 
Some non-official languages known -4.22 -1.22 


Immigrant status 


Non-immigrant es -. 
Immigrant —1.82 1.54 


Visible minority status 


Not visible minority a Mu. 
Visible minority -2.20 -15.60 


Aboriginal origins 


Non-Aboriginal 


Aboriginal -15.23 -16.88 
Province 

Ontario er. HH 
Newfoundland -11.18 -12.70 
Prince Edward Island 1.50 1.97 
Nova Scotia -11.63 -7.81 
New Brunswick -9.58 -8.17 
Quebec -9.20 -7.60 
Manitoba 3.97 4.20 
Saskatchewan STs 8.10 
Alberta 5.07 6.63 
British Columbia —5.82 -4.27 


Yukon and Northwest Territories 4.62 0.89 
Census area 


Not in census metropolitan area os ie 
Toronto 8.72 3.61 


Montréal 4.95 1.91 
Vancouver 6.84 3.55 
Other census metropolitan area 3.50 -3.42 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Variables are statistically 
significant at the 0.01 and 0.05 level when their tstatistics respectively are greater than 2.58 and 1.96 based on 
two-tailed tests. 


figures not available 
. figures not applicable 
Source; Census of Canada, Individual Public Use Micro-data Files, 1991. 
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Appennix 3.5 


t Statistics, Lasour Force Participation Equations, Common SPECIFICATION ACROSS THREE 


Censuses, 1971, 1981, 1991 (Orbinary Least-squares LineAR Prosasitity Estimates) 


Variable 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No high school diploma 
High school graduate 
Some postsecondary 
Bachelor’s degree 
Post-bachelor’s degree 
Postgraduate degree 


Children at home 


No children 

Some children 

15-24 and no children 
25-34 and some children 
35-44 and some children 
45-54 and some children 
55-64 and some children 
65+ and some children 


Marital status 


Single 

Married 

Separated, widowed, divorced 
Non-labour income ($’000) 


Languages known 


English only 

French only 

English and French 
Neither English nor French 


Immigrant status 


Non-immigrant 
Immigrant 


Female 


20.52 
9.51 
3.94 

-6.54 

-38.57 


19.53 


33.51 
28.07 
18.31 

1.91 
15.62 


-19.52 


-12.65 
0.65 
5.98 
9.74 
8.91 


6.21 
4.64 
-35.22 


~13.78 
~0.08 
~3.35 


6.50 


1971 
Male Female 
29.96 20.84 
26.18 3.50 
23,98 511 

4.57 -34.33 
-89.44 -94.18 
14.55 0.77 
93.19 58.50 
29.60 32.45 
14.57 49.49 
1.99 23.98 
10.67 26.41 
-35.39 

5.91 

11.78 

13.60 

15.17 

20.88 

40.36 10.11 
7.51 19.87 
-24.79 ~33.67 
~15.50 ~15.70 
~2.59 1.62 
5.19 -3.94 
~1.69 9.37 
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+) 


1981 


41.20 
32.97 
27.86 
=17.11 
-190.29 


-0.32 


90.25 
19.96 
30.89 
14.93 
22.27 


53.40 
16.27 
-29.08 


~13.07 
-4.97 
6.47 


-2.54 


1991 


Female 


27.69 
17.43 
3.49 
-31.94 
-90.13 


3.79 


99.43 
35.46 
92.68 
24.80 
32.30 


~13.02 


-2.61 
6.73 
8.26 
8.69 

10.52 


17.50 
12.63 
~20.09 


~10.61 
3.46 
-7.08 


~2.85 


49.37 
39.25 
31.44 
-30.14 
-163.84 


1.35 


49.56 
21.95 
35.33 
18.48 
29.01 


43.75 
9.94 
-15.43 


6.25 
0.20 
6.87 


5.07 


AppenDIx 3.5 (CONCLUDED) 


t Statistics, Lasour Force Participation Equations, CommoN SPECIFICATION ACROSS THREE 
Censuses, 1971, 1981, 1991 (Onpinary Least-squares LINEAR PROBABILITY ESTIMATES) 


1971 1981 1991 

Variable Female Male Female Male Female Male 
Province 

Atlantic provinces sf i & a ie a 
Quebec 8.29 5.56 6.35 6.68 6.06 4.96 
Ontario 16.50 14.36 21.69 17.96 19.36 15.90 
Prairie provinces 11.70 wish 18.25 22.66 19.30 18.87 
British Columbia 6.14 6.65 12.67 11.76 11.43 10.13 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Variables are statistically 
significant at the 0.01 and 0.05 levels, when their f statistics respectively are greater than 2.58 and 1.96 based on 
two-tailed tests. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981, and 1991. 


Apprennix 3.6 
Locit Labour Force Participation Equations, 1991 Specirication 


Female Male 

Change in Significance Changein Significance 
Variable probability level probability level 
Age 
15-24 
25-34 14.8 27.30 15.1 39.67 
35-44 124 19.62 12.8 26.31 
45-54 -2.1 -2.95 (ps 12.90 
55-64 -32.4 -46.89 -27.7 -36.64 


65+ -56.2 -96.31 -69.8 -102.18 
Vocational training 


No vocational training 
Vocational training 12 6.06 2.9 2.40 


Degree, certificate or diploma 


No degree, certificate or diploma 


High school graduate 17.8 53.57 12.2 41.29 
Trade certificate or diploma 17.6 14.59 10.5 9.65 
Other non-university certificate 21.8 19.69 14.4 14.14 
University diploma below bachelor level 25.0 27.98 2a 11.65 
Bachelor’s degree(s) 26.8 44.83 14.7 27.87 
University degree above bachelor’s 27.1 21.64 16.1 15.03 
Degree in medicine, dentistry, veterinary 

medicine or optometry 32.4 11.21 18.8 14.49 
Master's degree(s) 29.6 24.42 15.1 16.41 
Doctorate degree 30.6 8.25 17.8 Walete 
Non-labour income ($’000) -0.1 -24.13 -0.1 -14.84 
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Appenpix 3.6 (CONTINUED) 
Locit Labour Force Participation Equations, 1991 Specirication 


Female Male 

Change in Significance Change in Significance 
Variable probability level probability level 
Children at home 
No children 
At least one child under 2, none over 5 -29.7 -39.83 
No children under 2, some 2-5 -23.1 -26.53 
Some children under 6, some over 5 -30.1 -42.90 
No children under 6, some 6-14 -7.1 -11.74 
No children under 15, some 15+ 47 9.18 


Marital status - 
Never married, single 


Common law 17.8 25.95 OKs 28.36 
Married 6.2 10.99 15.5 44.63 
Separated 3.8 3.58 9.5 9.75 
Widowed -2.6 -2.74 8.0 7.98 
Divorced 8.1 9.57 18 9.34 
Languages known 

English only 

French only -7.3 -9.44 -3.8 -5.01 
Both English and French ile2 2.16 -0.2 -0.29 
Neither English nor French -10.0 -7.05 =f.8 -4.92 
No non-official languages known 

Some non-official languages known =22 -4.43 = -2.42 
Immigrant status 

Non-immigrant 

Immigrant -0.8 -1.47 0.4 12 
Visible minority status 

Not visible minority 

Visible minority ai -2.58 -10.4 -15.54 
Aboriginal origins 

Non-Aboriginal 

Aboriginal -12.0 -14.30 -15.3 -17.19 
Province 

Ontario 

Newfoundland -12.3 -11.16 -14.2 -12.75 
Prince Edward Island 3.5 1.49 3.6 1.79 
Nova Scotia -10.7 -11.88 -7.0 -7.91 
New Brunswick -9.9 -9.78 -8.4 -8.30 
Quebec -7.5 -9.42 -6.6 -8.39 
Manitoba 3.5 4.16 3.2 4.26 
Saskatchewan 3.3 3.66 6.5 8.43 
Alberta 3.0 4.93 41 eek 
British Columbia -4.1 -5.68 -2.6 -3.88 
Yukon and Northwest Territories 13.0 4.59 4.0 1.63 
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Appennix 3.6 (CONCLUDED) 


Locit Lasour Force Participation Equations, 1991 Specirication 


Change in 
Variable probability 
Census area 
Not in census metropolitan area 
Toronto 5.2 
Montréal Cal 
Vancouver 6.0 
Other census metropolitan area 1.4 
Intercept 
Sample size 161,760 
Chi? 62,854 
Average participation rate 59.8 


figures not available 
figures not applicable 


Female 


Significance 
level 


0.0001 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


Apprenpix 3.7 


Male 
Change in Significance 
probability level 
2.1 3.87 
is 2.26 
2.8 3.48 
-1.3 -3.24 
154,158 vi 
64,001 0.0001 
76.3 M 


Locit Labour Force Participation Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 


1971 (CHANGE IN PRosasititics AT MEAN) 


Change in 
Variable probability 
Age 
15-24 
25-34 21.6 
35-44 12.6 
45-54 45 
55-64 -7.8 
65+ -33.4 
Vocational training 
No vocational training 
Vocational training 12.3 


Female 


t 
statistic 


19.26 
8.78 
3.53 

-6.52 

-32.55 


18.99 


Male 
Change in t 
probability statistic 
14.2 26.43 
12.9 21.08 
10.8 16.88 
-2.8 -3.55 
-59.6 -62.81 
9.7 17.38 
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AppPENDIX 3.7 (CONTINUED) 


Locit Lasour Force Participation Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 
1971 (CHancE in Prosasitities aT Mean) 


Variable 


Degree, certificate or diploma 


No high school diploma 
High school graduate 
Some postsecondary 
Bachelor's degree 
Post-bachelor’s degree 
Postgraduate degree 


Children at home 


No children 

Some children 

15-24 and no children 
25-34 and some children 
35-44 and some children 
45-54 and some children 
55-64 and some children 
65+ and some children 


Marital status 


Single 
Married 


Separated, widowed, divorced 


Non-labour income ($7000) 
Languages known 


English only 

French only 

English and French 
Neither English nor French 


Immigrant status 


Non-immigrant 
Immigrant 


Province 


Atlantic provinces 
Quebec 

Ontario 

Prairie provinces 
British Columbia 


Female 


Change in 
probability 


16.1 
23.9 
24.8 

ort 
29.9 


-17.8 


=16i7 
1.4 
10.2 
9.0 
-0.5 


-5.4 
31 
-0.3 


=Aile6 
-0.3 
=5: 1 


41 


8.3 
13.1 
10.1 

6.1 
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t 
Statistic 


31.92 
26.33 
17.05 

1.74 
14.53 


-17.20 


=i Yass 
0.78 
5.98 
5.22 
-0.21 


-7.18 
5.09 
-31.34 


-14.12 
-0.39 
-3.30 


7.35 


8.51 
16.41 
11.58 

6.41 


Change in 
probability 


10.2 
13.8 
15.0 

9.9 
11.0 


15.3 


t 
statistic 


22.56 
21.00 
13.96 
1.79 
9.91 


38.56 
7.48 
-20.23 


-12.81 
-3.54 
-6.01 


-0.49 


4.80 
14.30 
13.15 

5.94 


AppPenpIx 3.7 (CONCLUDED) 


Logit Lasour Force Participation Equations, Common SpEciFICATION ACROSS THREE CENSUSES, 


1971 (CuHaNce In PRopasiLities at Mean) 


Female 
Change in 
Variable probability 
Logit intercept -0.10 
Sample size 
Chi? 


Average participation rate 


t 


statistic 


=2.00 
75,271 
14,696 
40.3 


Male 


Change in 
probability 


0.19 


t 
statistic 


4.82 
74,158 
23,290 

76.9 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971. 
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Locit Labour Force Participation Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 
1981 (CuHanGe in PRosasititics at MEAN) 


Female Male 

Change in t Change in t 
Variable probability statistic probability statistic 
Age 
15-24 
25-34 Thee 24.68 13.0 37.94 
35-44 3.8 3.76 Uke 25.57 
45-54 -5.7 -5.47 7.0 14.92 
55-64 -28.4 -32.36 -16.0 -27.40 


65+ -49.4 -68.32 -70.7 -114.92 
Vocational training 


No vocational training 
Vocational training 0.4 0.43 -0.5 -0.43 


Degree, certificate or diploma 


No high school diploma 


High school graduate Wee 54.49 les 42.88 
Some postsecondary 23.9 28.67 12.6 15.82 
Bachelor's degree 25.6 37.87 13.2 7438 (7 
Post-bachelor’s degree 31.4 20.61 14.1 12.34 
Postgraduate degree 31.7 Ped ( fe 13.6 18.44 
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Appenpix 3.8 (CONCLUDED) 


Locit Lasour Force Participation Equations, Common SPEciFICATION ACROSS THREE CENSUSES, 
1981 (CHANGE In Prosasitities aT Mean) 


Female Male 

Change in t Change in t 
Variable probability statistic probability statistic 
Children at home 
No children 
Some children -26.6 =382,11 
15-24 and no children 
25-34 and some children -13.8 -13.25 
35-44 and some children 10.5 8.45 
45-54 and some children 15.5 12.66 
55-64 and some children 17.0 14.63 
65+ and some children 10.0 6.29 
Marital status 
Single 
Married 5.8 10.57 14.0 53.23 
Separated, widowed, divorced 14.2 21.41 8.8 ey 
Non-labour income ($’000) -0.1 -31.68 -0.1 -18.48 
Languages known 
English only 
French only -9.1 -14.69 —6:7 -10.89 
English and French 0.7 1.42 =2i2 -4,96 
Neither English nor French 4.5 =3./6 —10.1 -6.80 
Immigrant status 
Non-immigrant 
Immigrant 3.6 9.74 =0.5 i Rk) 
Province 
Atlantic provinces 
Quebec Shi 5.62 2.8 5.08 
Ontario 10.7 2ikOZ 6.6 17.25 
Prairie provinces 9.8 17.92 9.0 22.48 
British Columbia 74 12.40 5.1 10.66 
Logit intercept 0.23 10.49 0.40 15.09 
Sample size areas 187,773 ii 181,607 
Chi? a 54,540 * 64,234 
Average participation rate a 53.4 ~ 79.4 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1981. 
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Appenpix 3.9 


Locit Lasour Force Participation Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 
1991 (CHANGE IN PRosasititics at MEAN) 


Female Male 

Change in t Change in t 
Variable probability statistic probability statistic 
Age : 
15-24 
25-34 16.7 26.39 15.2 39.95 
35-44 13.1 15.05 13.1 27.41 
45-54 1.9 1.64 8.1 14.31 
55-64 -31.3 -27.77 -26.0 -35.57 


65+ -56.0 -57.11 -69.2 -103.64 
Vocational training 


No vocational training 

Vocational training 3.4 SP 2.8 2.83 
Degree, certificate or diploma 

No high school diploma 


High school graduate 17.6 53.56 1222 41.56 
Some postsecondary 22.5 28.52 12.2 14.74 
Bachelor's degree 26.2 44.19 14.7 28.26 
Post-bachelor’s degree 29.9 20.21 16.1 15.02 
Postgraduate degree 28.9 25.90 16.5 23.52 
Children at home 

No children 

Some children -19.7 -13.27 

15-24 and no children 

25-34 and some children -9.8 -6.20 

35-44 and some children 7.2 4.55 

45-54 and some children 13.1 7.96 

55-64 and some children Wet 9.38 

65+ and some children 13.0 6.57 

Marital status 

Single 

Married 9.9 16.84 ae 46.57 
Separated, widowed, divorced 8.9 Peal 8.0 13.32 
Non-labour income ($000) —0.001 -18.83 -0.1 -13.12 
Languages known 

English only 

French only -7.3 -9.89 -3.5 —4 88 
English and French 1.8 3.40 0.2 0.45 
Neither English nor French -10.9 -7.90 -10.4 -6.54 
Immigrant status 


Non-immigrant 
Immigrant -1.2 -2.86 -2.4 -5.97 
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Appenpix 3.9 (CONCLUDED) 


Logit Labour Force Participation Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 
1991 (CHANGE IN ProsasiLities at Mean) 


Female Male 

Change in t Change in t 
Variable probability statistic probability statistic 
Province 
Atlantic provinces 
Quebec 3.9 5.32 DEO 3.68 
Ontario 10.6 19.56 7.4 15.66 
Prairie provinces Mileo 19.20 9.5 18.88 
British Columbia 7.4 11.26 iD 9.59 
Logit intercept -1.8 -2.83 0.11 Sie 
Sample size a 160,568 ah 152,967 
Chi? 154,614 ae 62,818 
Average participation rate ie 59.8 a 76.3 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. 


figures not available 
. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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CHAPTER 


Hours oF Work 


The second major dimension of labour supply, after labour force participation, is the hours 
worked by those employed in the labour force. 


Working time issues influence a wide range of labour market policy matters. Hours of work 
in the labour market affect income. In two-earner families, which have become the dominant 
family structure, hours of work also affect time that can be spent with the family. The balancing 
act between work and family tends to be more important for women than men. This is because 
women still tend to have primary responsibility for household work, even in dual-earner families 
where both partners work full time in the labour market (Marshall 1993). 


Issues associated with part-time work have been the subject of a commission of inquiry.' 
The inquiry was set up because of the rapid growth in part-time employment, and the possibility 
that part-time workers are unfairly treated. The key issues were pay, benefits, pensions, 
occupational segregation, and a lack of opportunities for training or promotion. 


Work-sharing has also attracted considerable policy attention because of a paradox in the 
Canadian labour market: Some are working long hours and regular overtime, while others are 
unemployed or underemployed. The discussion is about whether the work time of some can be 
reduced and “spread around” to create jobs for others.’ 


As well, survey evidence? indicates that only about one-third of Canadians are content with 
their existing work time arrangements. Of the two-thirds who would prefer to change their work 
time arrangements, approximately half would like to increase their hours and earn 
proportionately more, and the other half would prefer to reduce their hours and earn 
proportionately less. In essence, approximately one-third of the work force is underemployed, 
while an equal one-third is overemployed at their existing wage rate.* Yet there are no 
mechanisms for “trades” to reallocate the hours of overemployment to the underemployed to both 
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parties’ satisfaction. Women in the peak child-rearing years (25 to 34) and women with children 
under the age of 5 expressed the greatest preference for work time reductions. 


Working time issues are also related to growing earnings inequality, another important policy 
issue. Recent evidence? suggests that the growing earnings inequality in Canada is being driven 
by growing inequality in the distribution of working time. In contrast, in the United States the 
growing inequality is more the result of growing inequality in hourly wages. 


Hours-of-work issues are also relevant to many legislative initiatives. Employment standards 
legislation often sets maximum hours of work and regulates overtime. That legislation is under 
pressure to accommodate alternative work time arrangements, such as compressed work weeks, 
that may exceed legal limits on the maximum number of hours worked per day. As a result of 
unemployment insurance reforms in the new Employment Insurance Act, effective June 30, 1996, 
the qualification period is based on a minimum number of hours worked—rather than weeks, as 
was formerly the case—during the previous year.® This would enable part-time workers or 
workers with irregular work schedules to be eligible for benefits. The move to the hours-based 
system took effect in January, 1997. 


For women, hours-of-work issues may be crucial, not only because of the policy issues 
discussed above, but also because much of the male-female earnings gap is attributable to 
differences in hours of work. This can occur directly, as fewer hours of work translate into lower 
annual earnings for any given wage rate, and indirectly, as fewer hours may mean less 
opportunity to accrue experience and on-the-job training. As well, reduced hours are often taken 
as a signal of lower labour market commitment and attachment. In the Labour Force Survey 
supplement discussed above, women also expressed the strongest preference for work time 
reductions, in large part due to family responsibilities. 


Clearly, hours-of-work issues are related to numerous current policy matters, many of which 
are of particular interest to women. So to understand women’s labour market behaviour, it is 
important to understand the determinants of their hours of work in the labour market. 


4.1 THEORETICAL DETERMINANTS OF HOURS OF WORK 


Hours of work are determined by the interplay of employee preferences (on the supply side), 
employer needs (on the demand side), and institutional and legal factors that mitigate—and 
sometimes reflect—supply and demand factors. 


With respect to employee preferences, basic economic theory suggests individuals’ 
preferences about hours of work are influenced by their expected wage and non-labour income or 
wealth. 


A wage increase can have two opposing effects. It increases a person’s economic returns to 
labour market work, and this induces them to prefer to work longer hours. Working in the 
opposite direction, an increase in their expected wage also increases their income or wealth, and 
this enables them to afford not to work as long. These are, respectively, the substitution and 
income effect of basic economic theory. Since they work in opposite directions, they have 
conflicting, hard-to-measure effects on individuals’ hours-of-work decisions. To the extent that 
women have other non-labour market alternatives, such as household work, they may be more 
responsive in their hours-of-work decision to changes in their expected wage. In the empirical 
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work that follows, expected wages are proxied by such variables as education, training and 
occupation. This enables comparison with the participation equations in Chapter 3, where the 
same variables are used. 


~~ Several factors can affect individuals’ preferences for more or less labour market work as 
opposed to other activities—household work, retirement, education or pure leisure. Child care or 
, elder care responsibilities, for example, may make household work more important for an 
individual, and hours of work in the labour market less important. Similarly, health problems may 
reduce the number of hours an individual wishes to work, at least to the extent that such work is 
more difficult to do. As many jobs become physically less arduous, people may be able to work 
longer hours at them. 


Hours-of-work decisions often reflect joint decisions made by several family members. Two- 
earner families, for example, may prefer reduced work time for both earners so that they can share 
in family responsibilities, and the two incomes may enable some to afford to do so. Single-earner 
families, in contrast, may want more work hours, so that they can approach a standard of living 
like that of dual-earner families. 


The actual hours worked in the labour market are the result of these supply-side factors 
reflecting employees’ preferences interacting with demand-side factors reflecting employers’ 
needs. Employers today more often need a more flexible and adaptable work force—a “just-in- 
time” pool of labour to meet the needs of their just-in-time production system. Employers often 
want part-time workers to fill specific short-term needs or time slots, and overtime worked to fill 
immediate, short-term demands. The demand side is also often constrained by the absence of 
jobs, especially full-time jobs. 


Institutional and legal factors also play an important role in hours of work. Labour unions 
have fought long and hard for shorter work weeks and work days. Employment standards 
legislation has often imposed maximum working hours and overtime premium requirements for 
overtime hours. The extent to which these are independent influences, or manifestations of the 
basic underlying supply and demand forces, remains an open question. Undoubtedly, 
employment standards have been an important force, or vehicle for other forces, influencing 
hours of work in the labour market. 


4.2 WEEKLY HOURS BY GENDER AND OTHER CHARACTERISTICS, 1991’ 


Women worked about 82% as many hours as men in 1991 (see Table 4.1).* Men averaged nearly 
42 hours per week, and women averaged 34. 


The remainder of the table shows how those hours, and the ratio of female-to-male hours, 
differ by various characteristics believed to influence hours of work. 
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Tase 4.1 


Averace Weexty Hours AND Ratio By SEX OF THE LABOUR FORCE, BY SELECTED SOCIO-ECONOMIC 
VARIABLES AND SEX, 1991 Census 


Average Average Female:male 
Variable female hours male hours ratio 
Average weekly hours 34.0 41.6 0.817 
Age ; 
15-24 29.6 33.6 0.881 
25-34 35.4 43.2 0.819 
35-44 35.1 43.8 0.801 
45-54 35.2 43.5 0.809 
55-64 . 33.0 42.1 0.784 
65+ 28.6 35.0 0.817 
Vocational training 
No vocational training 33.5 41.2 0.813 
Vocational training | 35.0 42.5 0.823 
Degree, certificate or diploma 
No degree, certificate or diploma 32.4 40.7 0.788 
High school graduate 33.4 41.1 0.805 
Trade certificate or diploma 35.2 43.0 0.819 
Other non-university certificate 34.7 42.2 0.822 
University diploma below bachelor level 34.3 42.6 0.805 
Bachelor’s degree(s) 35.6 41.8 0.849 
University degree above bachelor’s 36.3 42.1 0.862 
Degree in medicine, dentistry, veterinary medicine or optometry 42.7 48.8 0.875 
Master’s degree(s) 37.3 42.5 0.878 
Doctorate degree 41.5 43.2 0.961 
Non-labour income ($’000) f ie ee 
Children at home 
No children 34.1 
At least one child under 2, none over 5 31.5 
No children under 2, some 2-5 Shy 
Some children under 6, some over 5 31.8 
No children under 6, some 6-14 34.1 
No children under 15, some 15+ 35.1 
Marital status 
Never married, single marital status 823 36.7 0.880 
Common law 36.3 42.6 0.852 
Married 34.1 43.7 0.780 
Separated 36.1 42.7 0.845 
Widowed 32.9 38.8 0.848 
Divorced 36.7 42.0 0.874 
Languages known 
English only 34.1 42.1 0.810 
French only 33.1 40.5 0.817 
Both English and French 34.0 40.7 0.835 
Neither English nor French 36.1 40.6 0.889 
No non-official languages known 33.8 41.6 0.812 
Some non-official languages known 35.0 41.8 0.837 
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Taste 4.1 (CONCLUDED) 


Averace Weekty Hours ano Ratio By Sex oF THE LaBour Force, BY SELECTED Socio-ECONOMIC 
VARIABLES AND SEX, 1991 Census 


Average Average Female:male 
Variable female hours male hours ratio 
Immigrant status 
Non-immigrant Solu 41.6 0.810 
Immigrant 35.2 41.7 0.844 
Visible minority status 
Not visible minority 33.8 41.8 0.809 
Visible minority S55 40.2 0.883 
Aboriginal origins 
Non-Aboriginal 34.0 41.7 0.815 
Aboriginal 33.4 40.4 0.827 
Province 
Ontario 34.1 41.2 0.828 
Newfoundland 34.6 41.9 0.826 
Prince Edward Island 35.2 43.1 0.817 
Nova Scotia 33.8 42.2 0.801 
New Brunswick 34.1 41.9 0.814 
Quebec Sh 40.5 0.832 
Manitoba 33.9 43.0 0.788 
Saskatchewan 34.7 47.9 0.724 
Alberta 34.7 43.7 0.794 
British Columbia 33.3 41.1 0.810 
Yukon and Northwest Territories 35.5 42.0 0.845 
Census area 
Non-census metropolitan area 33.6 43.3 0.776 
Toronto BDie 40.8 0.863 
Montréal 34.2 40.0 0.855 
Vancouver 34.3 40.5 0.847 
Other census metropolitan area 33.6 40.7 0.826 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


4.2.1 Age 


Average weekly hours among both women and men jump in the 25-to-34 age group, and remain 
remarkably stable at about those levels until after age 64. The age—hours pattern is similar to the 
participation pattern discussed in Chapter 3, except that participation rates begin dropping 
sharply at around age 55 and then precipitously at age 65. 


For those who remain in the labour force, weekly hours only begin to drop around age 55. 
However, among older workers reductions in hours worked usually represent complete 
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withdrawal from the labour force, rather than fewer hours worked per week. Institutional 
rigidities (such as employer work schedules) might make reductions in weekly hours difficult, so 
the adjustment tends to occur in the form of retirement. 


The ratio of female-to-male average hours is consistently around 0.80 throughout the age 
ranges. 


4.2.2 Education and Training 


Weekly hours tended to be higher among women with higher levels of training and education, but 
were fairly constant among men across all levels. As a result, the ratio of female-to-male weekly 
hours generally increases with more training and education, nearing equality for women and men 
with doctorate degrees. 


The higher earnings potential associated with higher levels of education might have induced 
women to work longer hours, but it had little net effect on men’s hours. The exceptions to the 
constancy of hours across different education categories were medicine, dentistry, optometry and 
veterinary science, where both men and women put in long work weeks. The high expected 
earnings in these occupations likely make longer hours attractive to both women and men. As 
well, working long hours may be necessary because of the demands of those professions, and to 
amortize the high “human capital” costs associated with them. 


4.2.3 Children at home 


Women with pre-school age children worked slightly fewer hours weekly than did women with 
older children or women with no children. For example, women with at least one child under the 
age of 2 and none over 5 worked 31.5 hours weekly, while women with some children under 6 
and some over 5 worked 31.8 hours. 


4.2.4 Marital status 


Average weekly hours were lowest for widowed and for single never-married females and males. 
They were similar for other marital status groups. The ratio of female-to-male hours was also 
similar most of these groups. However, married women and men had the lowest female—male 
ratio of hours worked, 0.88, of all the marital status groups. 


This likely reflects the attempt by married women to balance the demands of labour market 
work and household work. 


4.2.5 Language 


There was little variation in hours worked across the different language groups, except that 
women who spoke neither English nor French worked longer hours. Such women likely worked 
in low-wage jobs with few employment standards or union protection against long hours, and 
where long hours may be necessary to provide even minimal earnings. 
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4.2.6 Other characteristics 


There was remarkably little variation in hours worked by immigrant status, and by whether the 
person was a visible minority or an Aboriginal. 


Similarly, there was remarkably little variation in hours worked across the provinces, with the 
‘exception of the long hours worked by males in Saskatchewan, likely reflecting farm work. Hours 
worked also varied little among metropolitan areas. 


4.2.7 Summary 


While hours of work varied considerably between females and males, they usually did not vary 
much by other characteristics. The exceptions were: shorter hours for workers under 24 and over 
65; longer hours for medical professionals; and somewhat shorter hours for women with pre- 
school children and married women in general. But even among these groups the differences 
were not great. On average, women worked slightly more than 80% of men’s hours. That gap 
varied little by the various characteristics, although it was narrower among highly educated 
groups and wider among married people. 


4.3 REGRESSION ESTIMATES OF DETERMINANTS OF HOURS 


The previous analysis showed the variation between male and female average weekly hours 
across a wide range of characteristics. While, like the earlier analysis of labour force 
participation, it is informative, it can mask the confounding influences of the different factors on 
hours of work. 


To attempt to unravel these confounding influences, multiple regression estimates are 
presented in this section. The estimates based on the 1991 Census are provided in Table 4.2, 
followed by estimates for the common 1971, 1981, and 1991 Census specifications in Tables 4.3, 
4.4, and 4.5, respectively. 


All the explanatory variables are categorical, except non-labour income. They are explained 
in Tables 4.6 and 4.7. They indicate the effect on weekly hours of work of being in a particular 
category relative to the omitted reference category—the category in the table that has no 
regression coefficient. The ¢ statistics, which indicate whether the relationship is statistically 
significant, are given in Appendix 4.3 for 1991 and Appendix 4.4 for the common specification. 
Since most of the relationships are statistically significant at conventional levels, only a few are 
commented on. 


In addition to the regression coefficients, the tables also give the mean values of the 
explanatory variables; for categorical variables, these are the proportion of the observations in 
each category. 
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TaBLe 4.2 


Weexty Hours Equations, BY SELECTED Socio-Economic VARIABLES AND SEX, 1991 SpEciFICATION 


Females 

Variable Mean Coefficient 
Age 
15-24 0.181 He 
25-34 0.285 OWE 
35-44 0.280 5:5 
45-54 0.169 45 
55-64 0.072 2.0 
65+ 0.014 -2.1 
Vocational training 
No vocational training 0.676 a 
Vocational training 0.324 -0.7 
Degree, certificate or diploma 
No degree, certificate or diploma 0.258 
High school graduate 0.287 ss) 
Trade certificate or diploma 0.095 3.0 
Other non-university certificate 0.184 2.7 
University diploma below bachelor level 0.031 1.8 
Bachelor’s degree(s) 0.103 2.8 
University degree above bachelor’s 0.017 3.8 
Degree in medicine, dentistry, veterinary 

medicine or optometry 0.003 10.2 
Master’s degree(s) 0.020 42 
Doctorate degree 0.002 8.5 
Non-labour income ($’000) 36.9 -0.04 
Children at home 
No children 0.514 i 
At least one child under 2, none over 5 0.043 =5.2 
No children under 2, some 2-5 0.042 -3.8 
Some children under 6, some over 5 0.061 -5.3 
No children under 6, some 6-14 0.184 -2./ 
No children under 15, some 15+ 0.150 0.004 
Marital status 
Never married, single marital status 0.256 
Common law 0.085 3.6 
Married 0.551 1.5 
Separated 0.027 1.7 
Widowed 0.022 0.3 
Divorced 0.058 1.9 
Languages known 
English only 0.673 = 
French only 0.122 -0.9 
Both English and French 0.198 -0.2 
Neither English nor French 0.006 1.8 
No non-official languages known 0.812 ie 
Some non-official languages known 0.188 0.6 


- 0.156 


0.281 
0.267 
0.178 
0.096 
0.022 


0.681 
0.319 


0.303 
0.235 
0.160 
0.120 
0.018 
0.101 
0.017 


0.008 
0.030 
0.008 

26.2 


0.260 
0.080 
0.604 
0.019 
0.006 
0.031 


0.682 
0.112 
0.201 
0.006 
0.804 
0.196 
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Males 
Coefficient 


3.2 
3.4 
1 
1.4 
es) 


07 
0.4 
205 


0.8 


TaBLe 4.2 (CONCLUDED) 
Week ty Hours Equations, BY SELECTED Socio-Economic VARIABLES AND SEX, 1991 Specirication 


Females Males 
Variable Mean Coefficient Mean _ Coefficient 
Immigrant status 
Non-immigrant 0.814 Bk 0.805 ts 
Immigrant 0.178 0.3 0.188 -0.3 
Visible minority status 
Not visible minority 0.911 a 0.914 Rs 
Visible minority 0.089 0.7 0.086 =1.5 
Aboriginal origins 
Non-Aboriginal 0.972 oe 0.976 os 
Aboriginal 0.028 -0.4 0.024 -1.8 
Province 
Ontario 0.395 fe 0.381 Me 
Newfoundland 0.014 0.8 0.015 -1.8 
Prince Edward Island 0.005 1.6 0.005 0.5 
Nova Scotia 0.029 -0.04 0.031 0.2 
New Brunswick 0.022 0.3 0.024 -1.5 
Quebec 0.236 -0.1 0.243 -1.2 
Manitoba 0.041 0.5 0.040 1.9 
Saskatchewan 0.036 ee 0.037 6.2 
Alberta 0.099 132 0.101 2.5 
British Columbia 0.120 -1.7 0.120 -1.3 
Yukon and Northwest Territories , 0.003 ini 0.003 -0.8 
Census area 
Non-census metropolitan area 0.360 = 0.386 pe 
Toronto 0.162 0.9 0.151 -2.4 
Montréal 0.114 0.2 0.113 -1.9 
Vancouver 0.064 1.5 0.061 -1.4 
Other census metropolitan area 0.300 -0.7 0.288 -3.4 
Intercept Fs 29.7 se 34.9 
Sample size - 82,256 e 101,710 
R? ae 0.07 a 0.11 
Mean dependent variable ~ 34.0 oe 41.6 


Notes: Statistical significance is not denoted because the variables were almost always significant at conventional 
levels. The reference variables appear in bold, unshaded type. 


figures not available 
.. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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TasLe 4.3 


Weexty Hours Equations, BY SELECTED Socio-Economic VARIABLES AND SEX, Common 
SPECIFICATION ACROSS THREE Censuses, 1971 


Females Males 
Variable Mean Coefficient Mean _ Coefficient 
Age 
15-24 0.320 ie 0.231 ve 
25-34 0.215 2.6 0.231 41 
25-44 0.175 AW 0.199 ee 
45-54 0.161 1.4 0.176 4.9 
55-64 0.098 0.8 0.121 Sill 
65+ 0.032 -1.9 0.042 -1.3 
Vocational training 
No vocational training 0.853 = 0.825 Ee 
Vocational training 0.147 0.9 0.175 -0.06 
Degree, certificate or diploma ( 
No high school diploma 0.584 ae 0.657 x 
High school graduate 0.286 -0.9 0.192 -0.7 
Some postsecondary 0.080 -0.6 0.071 0.05 
Bachelor’s degree 0.031 -1.0 0.034 -1.2 
Post-bachelor’s 0.002 0.8 0.004 0.04 
Postgraduate degree 0.017 -0.5 0.042 0.01 
Children at home 
No children 0.466 a 
Some children 0.534 -0.5 
Age and children at home 
15-24 and no children 0.049 Sa 
25-34 and some children 0.130 -4,7 
35-44 and some children 0.141 -3.0 
45-54 and some children 0.126 -1.7 
55-64 and some children 0.069 -1.3 
65+ and some children 0.020 -0.6 
Marital status 
Single 0.309 a 0.267 ae 
Married 0.580 1.8 0.686 2.9 
Separated, widowed, divorced 0.111 2.6 0.047 1.0 
Non-labour income ($’000) aie -0.07 hey -0.04 
Languages known 
English only 0.691 ae 0.671 
French only 0.128 1.6 0.126 2.2 
English and French 0.167 0.3 0.193 0.2 
Neither English nor French 0.014 2.8 0.010 -0.2 
Immigrant status 
Non-immigrant 0.804 ae 0.799 i 
Immigrant 0.196 Wee 0.201 0.3 
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TABLE 4.3 (CONCLUDED) 


WeekLy Hours Equations, By SELECTED Socio-Economic VARIABLES AND Sex, Common 
SPECIFICATION ACROSS THREE Censuses, 1971 


Females Males 

_ Variable Mean Coefficient Mean _ Coefficient 
Province 
Atlantic provinces 0.072 fe 0.082 & 
Quebec 0.247 -0.2 0.268 -1.3 
Ontario 0.400 -1.2 0.375 -1.2 
Prairies 0.176 -0.6 0.170 ih 
British Columbia 0.105 -2.8 0.105 -2.2 
Intercept Ey 36.2 ae 39.3 
Sample size = 37,029 we 61,390 
R’ i 0.04 ih 0.10 
Mean dependent variable - 34.7 “3 43.3 


Notes: Statistical significance is not denoted because the variables were almost always significant at conventional 
levels. The reference variables appear in bold, unshaded type. 


figures not available 
. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971. 


TaBLe 4.4 


Week ty Hours Equations, BY SELECTED Socio-Economic VARIABLES AND SEX, ComMON 
SPECIFICATION ACROSS THREE Censuses, 1981 


Females Males 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 0.274 ” 0.215 - 
25-34 0.285 3.3 0.286 3.8 
25-44 0.199 25 0.207 4.4 
45-54 0.147 2.1 0.165 40 
55-64 0.083 1.0 0.108 2.4 
65+ 0.012 -3.9 0.020 -3.1 
Vocational training 
No vocational training 0.728 Be 0.721 a 
Vocational training 0.272 0.5 0.279 -0.5 
Degree, certificate or diploma 
No high school diploma 0.370 a 0.411 Be 
High school graduate 0.262 0.9 0.194 0.4 
Some postsecondary 0.273 0.5 0.270 0.7 
Bachelor’s degree 0.068 0.8 0.075 -1.4 
Post-bachelor’s 0.012 i 0.014 -1.0 
Postgraduate degree 0.015 3.4 0.036 1.6 
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TaBLe 4.4 (CONCLUDED) 


Weexty Hours Equations, BY SELECTED Socio-Economic VARIABLES AND SEx, Common 
SPECIFICATION ACROSS THREE Censuses, 1981 


Females Males 
Variable Mean Coefficient Mean Coefficient 
Children at home 
No children 0.464 ea 
Some children 0.536 -1.8 
Age and children at home 
15-24 and no children 0.022 it 
25-34 and some children 0.152 -3.7 
35-44 and some children 0.164 -1.6 
45-54 and some children 0.124 -0.8 
55-64 and some children 0.066 -1.2 
65+ and some children 0.008 -0.9 
Marital status 
Single 0.288 My 0.260 us 
Married 0.603 1.9 0.689 Shee 
Separated, widowed, divorced 0.109 3.3 0.051 1.6 
Non-labour income ($000) 36.4 -0.04 23.0 -0.02 
Languages known 
English only 0.683 a 0.680 ss 
French only 0.123 —0.3 0.117 0.7 
English and French 0.185 0.1 0.198 -0.1 
Neither English nor French 0.009 3.0 0.006 -1.3 
Immigrant status 
Non-immigrant 0.807 ss 0.803 if 
Immigrant 0.193 1.4 0.197 -0.5 
Province 
Atlantic provinces 0.067 a 0.073 x 
Quebec 0.235 -0.8 0.250 -1.5 
Ontario 0.396 -0.7 0.373 -0.2 
Prairies 0.185 -0.3 0.188 Ore. 
British Columbia 0.117 -1.7 0.116 -0.7 
Intercept i 33.6 #4 37.4 
Sample size es 83,070 i 125,194 
R? a 0.05 ie 0.06 
Mean dependent variable es Sou ie 42.4 


Notes: Statistical significance is not denoted because the variables were almost always significant at conventional 
levels. The reference variables appear in bold, unshaded type. 


figures not available 
. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1981. 
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Taste 4.5 


Weekty Hours Equations, BY SELECTED Socio-Economic VARIABLES AND SEX, Common 
SPECIFICATION ACROSS THREE Censuses, 1991 


Females Males 

Variable Mean Coefficient Mean Coefficient 
Age 

15-24 0.180 x 0.156 be 
25-34 0.283 6.2 0.281 7.4 
25-44 0.280 6.0 0.267 7.4 
45-54 0.170 47 0.179 We 
55-64 0.073 1.8 0.096 5.8 
65+ 0.014 -1.4 0.022 -1.2 
Vocational training 

No vocational training 0.675 es 0.680 Es 
Vocational training 0.325 -0.3 0.320 -1.1 
Degree, certificate or diploma 

No high school diploma 0.258 Py 0.303 ao 
High school graduate 0.288 1.3 0.235 Wel 
Some postsecondary 0.309 2.1 0.298 
Bachelor's degree 0.103 23 0.101 0.3 
Post-bachelor’s 0.017 3.1 0.017 0.5 
Postgraduate degree 0.025 48 0.046 1.9 
Children at home 

No children 0.433 ee 

Some children , 0.567 -0.1 

Age and child status 

15-24 and no children 0.022 ry 

25-34 and some. children 0.183 -5.5 

35-44 and some children 0.246 -3.4 

45-54 and some children 0.159 -1.2 

59-64 and some children 0.067 -0.5 

65+ and some children 0.013 -2.1 

Marital status 

Single 0.254 £3) 0.259 be 
Married 0.639 a3 0.685 3.6 
Separated, widowed, divorced 0.108 Za 0.056 1.6 
Non-labour income ($’000) 37.2 -0.04 26.3 -0.02 
Languages known 

English only 0.671 a3 0.680 me 
French only 0.124 -1.1 0.113 -0.5 
English and French 0.200 -0.2 0.202 -0.5 
Neither English nor French 0.006 2.4 0.005 -0.8 
Immigrant status 

Non-immigrant 0.820 ia 0.809 Ae 
Immigrant 0.180 1.0 0.191 -0.9 
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TaBLe 4.5 (CONTINUED) 


Weexty Hours Equations, By SELECTED Socio-Economic VARIABLES AND SEx, Common 
SPECIFICATION ACROSS THREE Censuses, 1991 


Females Males 

Variable Mean Coefficient Mean __ Coefficient 
Province 

Atlantic provinces 0.067 kes 0.070 3 
Quebec 0.238 -0.3 0.245 -1.2 
Ontario 0.397 0:1 0.383 -0.4 
Prairies 0.178 0.5 0.181 Di 
British Columbia 0.120 -1.1 0.121 -0.7 
Intercept fe 29.8 = 33.5 
Sample size ye 80,998 oe 100,221 
R? Bs 0.06 i 0.09 
Mean dependent variable ae 34.0 sti 41.6 


Notes: Statistical significance is not denoted, because the variables were almost always significant at conventional 
levels. The reference variables appear in bold, shaded type. 


figures not available 
. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


4.3.1 Age 


Average weekly hours, among both females and males, increase after age 24, and do not plummet 
until after age 65 (see Table 4.2). Females in any of the age groups between 25 and 55 have work 
weeks that are 4.5 to nearly 6 hours longer than those of females aged 15 to 24. Between the ages 
of 55 and 64, women’s weekly hours drop off somewhat, but it is not until age 65 that their work 
week drops to two hours below that of the 15-to-24 group. 


Males in all the age groups between 25 and 55 have work weeks that are slightly more than 
seven hours longer than those of males aged 15 to 24. Between the ages of 55 and 64, the average male 
work week drops off slightly, but only at 65 does it drop below the hours of the 15-to-24 group. 


4.3.2 Education and Training 


Interestingly, both males and females with vocational training worked approximately one hour 
less per week than did those without the training. This is the opposite of what was found when 
comparing simple averages; in that comparison, the average work week was slightly more than 
one hour longer for both males and females who received vocational training. 


The longer average work week for those with some training clearly reflects factors other than 
the training. Once these factors are controlled for in the regression analysis, the pure effect of 
training becomes a small negative. The mean values of the training variable show that the 
proportion of females with some vocational training is almost identical to the proportion of males 
with such training, about 32% (see Table 4.2). 
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Workers with different education levels were found to have worked similar weeks when the 
averages were compared. The same result is found when the effect of other factors is also held 
constant by way of regression. Work weeks are longer by 2 to 3 hours for females and about 1| to 
2 hours for males in higher education categories compared with those with no degree, certificate 
or diploma. However, those with degrees in medicine, dentistry, optometry or veterinary science 
_ had substantially longer work weeks (10 additional hours among women and 8 among men). 
Women with university degrees above the bachelor’s level or with a master’s degree or a PhD also 
have longer work weeks; the positive relationship between hours and education is stronger for 
females than for males. 


The mean values of the education variables show that the education distribution of the female 
work force is slightly less polarized than that of the male work force. A lower proportion of the 
female work force has no degree, certificate or diploma (26% of females compared with 30% of 
males). However, a slightly higher proportion of the male work force has master’s, doctorate or 
professional degrees in medicine, dentistry, optometry or veterinary science. 


The positive coefficients for the education variables indicate that higher education levels are 
generally associated with longer work weeks, confirming the relationship shown in Table 4.1. The 
effect is pronounced among professionals, where the females’ work weeks are more than 10 hours 
longer and males’ nearly 8 hours longer relative to workers who did not graduate from high 
school. 


The fact that the coefficients are usually longer for females than males highlights the stronger 
positive relationship between education and hours worked for females than for males. 


4.3.3 Non-labour market income 


The mean level of annual non-labour market income (defined in Appendix 3.3) among women 
was $36,900, considerably higher than the $26,200 among men. This reflects the higher earnings 
of women’s spouses. Among both women and men, higher non-labour market income enables 
people to afford not to have to work as many hours. That is, higher non-labour market earnings 
are associated with an expected reduction in weekly hours. 


While this effect is statistically significant, it is quantitatively small. An increase in non-labour 
market income of $30,000 would give rise to a 1.2-hour reduction in weekly hours for women.’ 
Among males, the impact is half that, highlighting that they are less responsive in their hours-of- 
work decision. This may be because there are fewer alternatives for them in the household. This 
positive effect of income or wealth in reducing hours of work highlights that as we become 
wealthier over time we may expect a continuous, if small, reduction in our weekly hours. 


4.3.4 Children at home 


\ 


Another group that tends to work fewer hours per week in the labour market is employed women 
with children, especially pre-school age children. Relative to women with no children, women 
with pre-school age children averaged 4 to 5 fewer hours worked per week, which is almost 15% 
of their average work week of 34 hours. This reflects their reallocation of time to household work 
associated with child-rearing. 
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4.3.5 Marital status 


For both men and women, being in any marital status category other than never-married and 
single is associated with longer work weeks. This is especially true for common-law partners and 
for married men, but less so for married women. 


4.3.6 Other characteristics 


When other factors are held constant, differences in weekly hours worked are not substantial 
across a wide range of other characteristics: language groups; immigrant status; visible minority 
and Aboriginal origins. 


Nor is there much variation across the provinces, except among males (and to a lesser extent 
females) in Manitoba, Saskatchewan and Alberta, who worked longer weeks. This likely reflects 
the longer hours in agriculture and resource-based industries. 


Similarly, there is not wide variation across different census metropolitan areas, although 
males in the major cities tended to work two or three hours less per week than did men outside the 
major cities. Females in Toronto and Vancouver worked slightly longer weeks relative to those 
outside the major cities. 


The extremely low R’ values highlight that the variables used in the models are only able to 
explain 10% of the variation in males’ weekly hours of work and 4% of the variation in females’ 
hours. Clearly, other factors are more important in explaining variation in hours of work, 
especially among women. These factors could include peculiarities of individuals’ family or child 
care circumstances or preferences and constraints shaped by their socio-economic background. 


The regression variables explained a much smaller proportion of the variation in hours of 
work than they did the variation in labour force participation, where the R? values were around 
40%. This also highlights that individuals’ hours-of-work-decisions are more likely to be 
influenced by the peculiarities of family and child care circumstances, the preferences and 
constraints shaped by their socio-economic background and workplace circumstances dictated by 
their employer. The generally low R? values for the hours-of-work decision also reminds us to be 
extremely modest about our ability to explain variation in that decision, especially for females. 


4.4 COMPARISONS ACROSS THE 1971, 1981 AND 1991 CENSUS YEARS 


4.4.1 Average hours, females and males, 1971, 1981, 1991 


Females’ average weekly hours were consistently lower than males’ in recent decades 
(see Figure 4.1). The female average work week declined by about one hour during the 1970s, but 
edged up during the 1980s. The male average work week declined by about one hour over each of 
the two decades. By 1991 the female work week was about 82% of the male work week, 
compared with 80% in 1971. 
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4.4.2 Regression estimates, 1971, 1981 and 1991" 


Mean values highlight how the composition or distribution of the male and female work forces 
have changed over time with respect to the various factors believed to influence the hours of work 
(for example, if both work forces are moving into age brackets when hours of work are reduced). 
Regression coefficients highlight how women’s and men’s labour force behaviour is changing 

(for example, if women with pre-school age children are less likely over time to reduce their 
hours of work). Both considerations are obviously important in understanding how women’s 
and men’s hours of work may be changing over time,'! and how those changes may differ 
between the sexes. 


Figure 4.1 
Average Weekty Hours, Femaces ano Mates, 1971, 1981 ano 1991 


Average weekly hours 
50 


40 


30 eta 


1971 1981 1991 


@ Females O Males 


Source: Census of Canada, 1971, 1981 and 1991. 


Not all the results from each of Tables 4.3, 4.4 and 4.5 will be discussed, given the complexity 
of comparisons across these extensive tables. Only the most prominent changes across the three 
census years will be highlighted. As well, the focus will also be on changes in the coefficients 
rather than changes in mean values. This is because the distribution of the male and female work 
forces with positive hours is similar to the distribution of labour force participants, discussed in 
Chapter 3. 
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4.4.2.1 Age 


Among females, the pure effect of age on hours declines steadily in each successive age bracket, 
when other variables are controlled for. In 1991, this pattern also prevails, although the whole 
distribution is pushed upwards (see Table 4.5). This reflects the fact that, as among males, females 
in all older age groups work longer hours than do the 15-to-24 age group. This may account for 
some of the polarization in working hours that is occurring, as well as the longer work weeks 
many Canadians are putting in today. That is, as the work force ages, people are moving into age 
brackets where they work longer hours than younger workers. This pure effect of age also appears 
to be increasing. 


Males’ average weekly hours—when other variables are controlled for—tend to increase after 
age 24, peak in the middle age groups, drop after age 55, and then plummet after age 65. The 
most notable change over time is that in 1991 the gap between the 15-to-24 age group and older 
groups widened. In both 1971 and 1981, males aged 25 to 34 tended to work about four hours 
more per week than males aged 15 to 24; by 1991, they worked over seven hours more than males 
aged 15 to 24. 


4.4.2.2 Training 


Training has had the effect of increasing females’ average work week and reducing males’ in each 
census year. The exception is 1991, when training reduced females’ hours, but by a smaller 
margin than it reduced males’. In all cases, however, the magnitudes are very small—often less 
than one hour per week. 


For both males and females, the trend is for vocational training to be associated with reduced 
work weeks over time. 


4.4.2.3 Education 


Among females, a relatively uniform, positive relationship between education and longer working 
hours prevailed in 1981 and 1991, when other variables are controlled for. In 1991, the pattern 
was consistent, and the effects were substantial. Women with a post-graduate degree worked 
nearly five hours per week longer than those who did not graduate from high school. Among 
males there was no uniform relationship between higher education and working time. By 1991, 
longer hours were associated with higher levels of education, but the pattern was not uniform. 


4.4.2.4 Children at home 


The presence of children is associated with reduced hours of work for women, when other things 
are held constant.'? In 1971 and 1981 the negative effects generally got smaller as women got 
older, and as their children likely required less care. 


In 1991, however, that pattern changed. Women aged 25 to 34 with children had nearly as 
long a work week as did older women with children. The presence of children was apparently less 
inhibiting to younger women’s hours of work in 1991 than it was in 1971 and 1981. This could 
reflect such factors as changing social norms and the increased availability of child care facilities, 
and perhaps the greater availability of full-time jobs. Unfortunately, the historical census data 


WoMEN AND THE CANADIAN LABOUR MarKET: TRANSITIONS TOWARDS THE FUTURE 


80 


prevent us from specifying a common set of variables reflecting the children’s ages and school 
status. Thus, these historical patterns should be considered tentative. 


4:4.2.5 Marital status 


Married women worked an average of 1.8 hours longer per week than did single women in 1971, 
and 2.3 hours longer in 1991. Women who were separated, widowed or divorced averaged the 
longest work weeks, 2.6 hours longer than single women in 1971, and 2.7 hours longer in 1991. 


This relationship is opposite to that of men. Married men worked the longest week of all men, 
3 hours more per week. Separated men worked slightly more than 1 hour per week longer than 
did single men, after controlling for the other determinants of hours of work. This relationship 
changed little between 1971 and 1991. 


4.4.2.6 Language 


Women who spoke neither official language worked 2 to 3 hours more than did women who 
spoke only English or both English and French across the three census years. In 1971, women 
who spoke only French worked about 1.5 hours more per week than did women who only spoke 
English; by 1991, they worked about | hour less than did women who spoke only English. 
Bilingual women worked about the same number of hours as women who only spoke English. 
This was also the case for bilingual men. 


Men who spoke only French worked more than 2 hours more per week in 1971 compared 
with men who spoke only English. That difference became negligible by 1991. 


4.4.2.7 Immigrant status 


Immigrant women consistently worked 1 to 1.5 hours longer per week than did non-immigrant 
women. Compared with male non-immigrants, male immigrants worked a slightly longer work 
week in 1971 and a slightly shorter work week in 1981 and 1991, although again the differences 
were very small. 


4.4.2.8 Region 


Women in British Columbia averaged 2.8 fewer hours per week in 1971 compared with women in 
the Atlantic provinces. By 1991, however, their results, 1.1 fewer hours, were much closer to the rest. 


Among men, the regional pattern of weekly hours remained reasonably stable over the three 
census years. Men on the Prairies worked the longest hours, followed by the Atlantic provinces, 
then Ontario, Quebec and British Columbia. 


4.5 SUMMARY 
In 1991, the average work week for women, 34 hours, was about 82% of the average work week 
of men, 41.6 hours. 


While women’s and men’s hours of work varied considerably, they usually did not vary much 
by other characteristics. There were some exceptions: shorter hours for those under 24 and over 


Hours of Work 


81 


65; longer hours for medical professionals; and slightly shorter hours for women with pre-school 
children and married women compared with separated, widowed and divorced women. 
Nevertheless, the differences between these groups were small. 


The female average work week declined by about one hour over the 1970s, but increased 
slightly over the 1980s. By 1991, the female work week was about 82% of the male work week, 
compared with 80% in 1971. Since 1971, the male average work week has declined by about one 
hour over each of the two decades. 


The relationship between hours of work and various characteristics is more complicated when 
the pure relationship is isolated by regression procedures that control for the effect of other 
influential factors. 


On that basis, hours tend to increase for workers over age 24, but they drop slightly with each 
successive age group, especially among females. However, they do not drop substantially until 
after age 65. 


Workers with training, women with children (especially pre-school age children) and those 
with higher incomes worked fewer hours. However, the effect of income is not substantial, 
especially among males. 


Workers with professional degrees and females with higher levels of education put in longer 
hours. 


After controlling for the impact of other factors, hours tend not to vary much by such factors 
as language, immigrant status, visible minority or Aboriginal origin or region. (The exception is 
the longer hours worked by men in the Prairie provinces.) 


Since 1971, the main changes in the relationship between hours and the various determinants 
of hours, after controlling for the impact of other factors, were: a greater disparity in hours 
between the 15-to-24 age group and the other age groups; an increasing negative effect of 
training; a stronger positive relationship with higher levels of education, especially among 
females; and some narrowing of the regional differences. 
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ENDNOTES 


Set up by the federal government, it was called the Commission of Inquiry into Part-time Work (Wallace 1983). 


This issue was the subject of two recent task forces (Donner 1987, 1994). Robb and Gunderson (1987) conclude 
that the job creation potential from restricting overtime is not likely to be substantial for women, although the right 
to refuse overtime work may better enable them to deal with household responsibilities. 


The evidence is based on the Statistics Canada Survey of Work Reductions, conducted as a supplement to the June 
1985 Labour Force Survey. The evidence is discussed in Benimadhu (1987). 


Lang and Kahn (1996) discuss this data, as well as surveys in other countries, and they highlight why the 
preferences for reduced work time may be overstated. Furthermore, Statistics Canada data from the 1995 Survey of 
Work Arrangements (a supplement to the November, 1995 Labour Force Survey) suggest that only one-third of that 
sample would like to change their hours, and only 6% would prefer to work less for less pay at their current wage, 
according to Ernest Akyeampong at Statistics Canada). 


Morissette, Myles and Picot (1995) and Picot (1996). 
These changes and their rationale are outlined in Human Resources Development Canada (1995; p. 5). 
Variable definitions are given in Appendices 4.1 and 4.2. 


The weekly hours refer to the reference week, which is the week prior to enumeration (June 4, 1991). For these 
outcomes, the term “census years” 1970, 1980 and 1990 is used to reflect the time period of the outcome. The term 
“current” also describes the 1991 Census, since it is the latest census for which individual public use micro-data files 
were available. The term “current specification” is also used to distinguish from the common historical specifications 
based on 1971, 1981 and 1991 Census data. 


The number was derived by multiplying the regression coefficient (0.04) by the increase expressed in thousands 
of dollars. 


As with the labour force participation estimates in the previous chapter, comparisons across the three census years 
are difficult because the results are in three separate tables. The complexity is compounded by the relevance of 
comparing the two sexes’ mean values and coefficients. Mean values show how the composition or distribution of 
the male and female work forces changed over time with respect to the various factors believed to influence hours of 
work. 

The mean values in the hours-of-work equations will differ from those in the participation equations discussed in 
the previous chapter. This is because the hours equations are for the subset of those participants who are working 
for pay. 

The hours-of-work equations over the three census years involved a more modest set of variables than that used in 
the 1991 Census results discussed previously in this chapter. This was because of the need for a common 
specification across the three census years. Fortunately, the 1991 results are similar for both the full specification and 
the modest common historical specification. This adds credence to the latter specification. 

The mean values in the hours-of-work equations will differ from those in the participation equations discussed in the 
previous chapter, because the hours equations are for the subset of those participants who are working for pay. 
The effects of the number and ages of children at home on women’s hours of work are more difficult to portray, 
because they involve the child status variable in the hours equations as well as the interactions with age in those 
equations. 
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Appenpix 4.1 
VariaBce Derinitions,' 1991 Specirication, FoR CHAPTER 4 


Variable Field Code 
Weekly hours worked 88 hours 
Non-labour income See Appendix 3.3 

No children at home 11 1 
At least one child under 2, none over 5 11 2 
No children under 2, some 2-5 11 3 
Some children under 6, some over 5 11 4 
No children under 6, some 6-14 lid 5 
No children under 15, some over 14 11 6 


1. The census fields and codes used to define all of the variables used for the 1991 weekly hours analysis are given in 
Appendix 5.1, which also includes a comprehensive list of variables used in the earnings analysis but not used in this 
weekly hours analysis. The only variables used in this chapter and not in Chapter 5 categories are shown above. 
Reference variables appear in bold type. 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


Appenpix 4.2 
VariABLe Derinitions,' Common Specirication, 1971, 1981, 1991 Censuses 


1970 1980 1990 
Variable Field Code Field Code Field Code 
Weekly hours 32 See Note 2 32 hours 88 hours 
Non-labour income 50 See Note 3 15 See Note 3 13 See Note 3 
Some children 27 2-15 25 1-9 19 2-8 


1. The census fields and codes used to define all of the variables used for the 1971, 1981 and 1991 labour force hours 
of work analysis are given in Appendix 5.1, which also includes a comprehensive list of the variables used in the 
earnings analysis but not used in this hours of work analysis. The only variables used in this chapter and not in 
Chapter 5 are shown above. 


2. The measure of hours usually worked each week were in intervals; hence, the mid-points of the intervals were used. 
Individuals who usually worked 50 hours or more were given the average hours for their gender; that information was 
provided by Statistics Canada. 


3. As in Appendix 3.3. 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981 and 1991. 
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Aprennix 4.3 


t Statistics, By SELECTED Socio-Economic VARIABLES AND Sex, Weeky Hours Equations, 
1991 SpeciFIcATION 


Variable Female Male 
Age 

15-24 es ; oa 
25-34 36.2 48.1 
35-44 31.0 43.1 
45-54 23.3 38.9 
55-64 8.7 26.8 
65+ -5.1 -5.9 
Vocational training 


No vocational training ie es 
Vocational training -2.8 -4.4 


ue 


Degree, certificate or diploma > 


No degree, certificate or diploma 


High school graduate 11.8 11.8 
Trade certificate or diploma 10.2 fal 
Other non-university certificate 9.7 74 
University diploma below bachelor level 6.6 5.7 
Bachelor's degree(s) 1DRR 5.0 
University degree above bachelor level 10.6 3.0 
Degree in medicine, dentistry, veterinary medicine or optometry 13.4 16.5 
Master’s degree(s) 12.5 3.9 
Doctorate degree 8.5 ou 
Non-labour income ($’000) -28.7 -12.9 
Children at home 

No children iG 

At least one child under 2, none over 5 =21.6 

No children under 2, some 2-5 -15.8 

Some children under 6, some over 5 -25.4 

No children under 6, some 6-14 -18.1 

No children under 15, some 15+ 0.03 


Marital status 


Never married, single marital status 


Common law 19.5 18.0 
Married 9.8 26.9 
Separated 5.6 6.6 
Widowed 1.0 1.9 
Divorced 8.2 5.6 
Languages known 

English language only ae Ee 
French language only -3.9 =3.2 
Both English and French language -1.0 -2.4 
Neither English nor French language YZ -1.0 
No non-official languages known a ¥ 
Some non-official languages known 4.3 5.8 
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Appenpix 4.3 (CONCLUDED) 


t Statistics, BY SELECTED Socio-ECONOMIC VARIABLES AND SEX, WEEKLY Hours Equations, 
1991 SpeciFication 


Variable Female Male 
~ Immigrant status 

Non-immigrant My Bs 

Immigrant 1.8 -1.8 

Visible minority status 


Not visible minority Be ie 
Visible minority 3.6 -8.5 
Aboriginal origins 


Non-Aboriginal 


Aboriginal -1.5 -6.6 
Province 

Ontario is. a 
Newfoundland 2.0 -5.1 
Prince Edward Island 2.4 0.8 
Nova Scotia -0.1 0.7 
New Brunswick 0.8 -5.3 
Quebec -0.6 -5.5 
Manitoba 2.2 8.6 
Saskatchewan 53 26.5 
Alberta fee 16.0 
British Columbia -7./ -6.6 
Yukon and Northwest Territories 2.2 -1.0 
Census area 

Non-census metropolitan area a a 
Toronto 57 -15.7 
Montréal 0.8 -10.4 
Vancouver aii/ -5.5 
Other census metropolitan area -5.7 -30.4 


Notes: Variables are statistically significant at the 0.01 and 0.05 level when their tstatistics respectively are greater 
than 2.58 and 1.96 based on two-tailed tests. 


The reference variables appear in bold, unshaded type. 
figures not available 
. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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Appennix 4.4 


t Statistics, By SELECTED Socio-Economic VARIABLES AND SEX, COMMON SPECIFICATION ACROSS 
Turee Censuses, 1971, 1981 ano 1991 


1971 1981 1991 
Variable Female Male Female Male Female Male 
Age 
15-24 re a 2 es re me 
25-34 9.2 25.0 20.9 30.5 35.9 47.2 
25-44 42 29.6 10.0 31.4 27.0 43.4 
45-54 39 21.2 7.1 Zi 18.2 39.6 
55-64 1.9 18.8 2.8 14.7 3.9 28.2 
65+ -3.0 -4.9 -5.7 -10.9 -1.7 -3.8 
Vocational training 
No vocational training Ee cd a HY a a 
Vocational training 4.4 -0.4 2.0 ese -1.3 -5.0 
Degree, certificate or diploma ‘ 
No high school diploma “. me a af 2 sf 
High school graduate —§.2 -5.3 8.1 310 10.5 9.4 
Some postsecondary —2.1 0.3 2.2 al 9.1 ibell 
Bachelor's degree -2.5 -4.6 4.0 -8.7 12.9 1.9 
Post-bachelor’s 0.4 0.06 2.8 -3.2 8.7 158) 
Postgraduate degree -0.9 0.06 9.4 7.8 i). 8.6 
Children at home 
No children # ni Pee 
Some children -1.3 -5.8 -0.1 
Age and child status 
15-24 and no children a ate 
25-34 and some children —10.2 -10.8 -9.5 
35-44 and some children -5.5 -4.1 -5.9 
45-54 and some children -3.1 -1.8 -1.9 
55-64 and some children -2.2 -2.5 -0.8 
65+ and some children -0.7 -1.0 -2.0 
Marital status 
Single a te i aK 7 f. 
Married 7.9 20.3 13.9 30.1 15.2 28.6 
Separated, widowed, divorced 8.3 41 17.3 8.3 12.9 7.4 
Non-labour income ($000) -24.1 -19.2 -34.2 -14.2 -27.0 -13.2 
Languages known 
English only bp hy ie “ oe a 
French only 5.1 10.1 -1.4 40 -4.9 -2.3 
English and French i1P2 ie 0.6 -0.5 -1.4 -3.5 
Neither English nor French 46 -0.4 6.4 -2.5 4] -1.3 
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Appennix 4.4 (CONCLUDED) 


t Statistics, BY SELECTED Socio-ECONOMIC VARIABLES AND SEX, Common SPECIFICATION ACROSS 
Turee Censuses, 1971, 1981 ano 1991 


1971 1981 1991 

Variable Female Male Female Male Female Male 
Immigrant status 

Non-immigrant a oF at oes ne = 
Immigrant 74 2.6 12.3 -4,9 8.3 -7.9 
Province 

Atlantic provinces r <e ine ‘A a os 
Quebec -0.6 -5.7 -3.5 -7.6 -1.1 -5.2 
Ontario -42 -6.4 -3.6 -1.4 -0.4 -2.0 
Prairies -2.1 7.5 -1.6 19.6 2s 14.5 
British Columbia -8.3 -10.2 -8.0 -41 -5.1 -3.6 


Notes: Variables are statistically significant at the 0.01 and 0.05 level, when their statistics respectively are greater than 
2.98 and 1.96 based on two-tailed tests. 


The reference variables appear in bold, unshaded type. 
figures not available 
. figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981 and 1991. 
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CHAPTER 


Women’s AND 
Men’s EARNINGS 


Of all the elements of labour market behaviour, pay differences between women and men have 
attracted the most attention, both from the general public and from policy makers. 


They have also generated the most controversy. Pay is important not only for the economic 
well-being it brings, but also because of its associated status and prestige. This is especially the 
case when comparisons are made between women and men who work in the same jobs, or in jobs 
of comparable value as determined by a job evaluation scheme. But even if the pay gap were not 
to reflect discrimination, it remains important because inequality in such an important outcome 
is often considered socially unacceptable. 


The differences between women’s and men’s paycheques beg many questions. What is the 
overall female—male earnings gap? How much of the gap reflects pay discrimination, and how 
much reflects differences in productivity or other related characteristics that influence pay? What 
are the determinants of female and male pay, and how do they differ? How has the pay gap 
changed over time? Is this because of changes in the pay that women and men receive for their 
wage-determining characteristics, or because of changes in those characteristics themselves? 
Does the pay gap and its determinants shed any light on the potential scope for policy initiatives 
such as equal pay for equal work, equal pay for work of equal value (pay equity), equal 
employment opportunity legislation or employment equity legislation? 

This chapter sheds light on these questions with an analysis of census data on female and 
male earnings. The analysis begins with 1990 data.' Simple tabulations of female and male 
earnings, and the ratio of female-to-male earnings, are provided. This is followed by an analysis 
of the determinants of female and male earnings, illustrated by a tabulation of the mean values of 
those determinants for females and males and regression estimates of the effect of each of those 
determinants on women’s and men’s earnings. 
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The analysis then shifts to the change in female—male earnings differences over the 1970, 
1980 and 1990 census years. For ease of exposition, only the regression estimates are presented 
for this historical analysis. 


The overall female—male earnings gap is then decomposed into two components. The first is 
attributable to differences in the pay that females and males receive for the same wage- 
determining characteristics. The second is attributable to differences in the extent to which 
females and males possess those wage-determining characteristics that are productivity-related. 
The former is a measure of pay discrimination; the latter is a measure of differences in 
endowments of productivity-related characteristics. This decomposition analysis is done for both 
the 1990 earnings specification and the historical specification for 1970, 1980 and 1990.’ 


The data analysis is restricted to the subsample of the population for whom it is meaningful 
to compare female and male earnings. Judgement calls have to be made with respect to those 
restrictions. These judgements and their rationale are explained thoroughly in Appendix 5.1. For 
the 1990 analysis, the data are restricted to persons at least 15 years old, who worked for pay or 
profit as wage- or salary-earners, whose major source of income was wages or salaries, and who 
worked in other than primary, construction or unspecified occupations or industries. 


The historical analysis of the 1970, 1980 and 1990 data required further restrictions in order 
to have a common specification across the three census years. The analysis is restricted to those 
with the following characteristics: 15 years of age and over; worked for pay or profit as wage- or 
salary-earners; major source of income was wages and salaries; worked between 35 and 44 hours 
per week for 49 to 52 weeks per year; and did not work in primary, construction or unspecified 
occupations or industries. 


0.1 AVERAGE EARNINGS COMPARISONS, 1990 


5.1.1 Format and procedure® 


Comparing average earnings (see Table 5.1) is instructive; often the key issue is the gross 
relationship between the earnings gap and various characteristics.’ 


Two earnings measures are portrayed in the table.° The first is annual earnings as reported by 
the respondents. The second is a measure of weekly earnings, calculated here as annual earnings 
reported for 1990, divided by the usual number of weeks worked in 1990.° 


This discussion focuses on the ratio of female-to-male annual earnings, shown in the third 
column, since this measure is most widely used when comparing female and male earnings.’ 


5.1.2 Average earnings differences 


Males in 1990 averaged $33,970 in annual earnings, and females $20,758 or 61% of male 
earnings. As the last three columns of Table 5.1 show, when annual earnings are divided by a 
measure of weeks worked, women’s implied weekly earnings were 63% of men’s weekly earnings. 


This difference in the pay gap, depending on whether annual or weekly earnings are 
measured, reflects the fact women averaged fewer weeks of labour market work per year than did 
men. The remainder of the table illustrates how male and female pay varied by different personal 
and labour market characteristics. 
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The ratio of female-to-male annual earnings is clearly highest (that is, the earnings gap is 
smallest) among younger workers. The ratio falls steadily from 80% of male earnings in the 
15-to-24 age group to about 55% of male earnings in the over-45 groups. 

- The higher ratio among the younger age groups may reflect any combination of many factors. 
Younger women may be coming into the labour market with more labour market skills, and they 
are at a stage in their lives before childrearing and other household tasks begin to have an effect. 
There may also be less discrimination against younger, new female labour market entrants, 
although it is not obvious why pure gender discrimination would be less pervasive against 
younger women. Younger women also tend to be employed in the low-wage service sector, where 
there may be little difference in females’ and males’ pay. 

There is a difference between the sexes as they age; see the females’ and males’ age-earnings 
profiles shown in Figure 5.1. Clearly, the male earnings profile rises more steeply with age, and 
peaks slightly earlier; it is also higher than the female profile at all ages. 


Figure 5.1 
Annuat Earnincs, Femates and Mates, 1990 


$ constant 1990 
50,000 


30,000 


20,000 |} 


Females 


Source: Census of Canada, 1991. 


The ratio of female-to-male annual earnings was slightly higher among groups with 
vocational training and, generally, among those with higher levels of education. This likely 
reflects the greater similarity of labour market skills and commitment among these groups. 
However, it is notable that the earnings gap was still very wide for women with a master’s or 
doctoral degree, or a professional degree in medicine, dentistry, veterinary medicine or 
optometry. 
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Comparing on the basis of weekly earnings narrows the gap only slightly (see the right-most 
column of Table 5.1). This suggests that differences in weeks worked per year account for little of 
the gap. Furthermore, the fact that the gap in women’s and men’s weekly hours was narrowest at 
the higher education levels (see Chapter 4) suggests that most of the gap remains after controlling 
for differences in hours worked. 


Of particular note, the ratio of female-to-male annual earnings is highest for never-married, 
single persons (0.86) and lowest for married persons (0.55). This highlights the differential effect 
that household tasks and childrearing responsibilities have on women’s and men’s earnings. 
Marriage is not an equal opportunity employer! 


TABLE 5.1 
FemaALe AND Mace Lasour Force ANNUAL AND WEEKLY EARNINGS AND FemaLe:MAace Ratio, 1990 
Annual earnings ($) Weekly earnings ($) 

Category Female Male Female:male Female Male Female:male 
Total, all groups 20,758 33,970 0.611 456 720 0.633 
Age 
15-24 9,973 12,400 0.804 272 349 0.779 
25-34 21,398 30,774 0.695 474 658 0.720 
35-44 24,440 40,316 0.606 521 832 0.626 
45-54 23,841 43,113 0.553 503 881 0.571 
55-64 20,934 37,866 0.553 442 788 0.561 
65-70 16,329 30,416 0.537 366 673 0.544 
Vocational training 
No vocational training 19,747 32,958 0.599 436 703 0.620 
Vocational training 22,785 35,978 0.633 497 (ese 0.660 
Degree, certificate or diploma 
No degree, certificate or diploma 15,251 26,434 0.577 342 587 0.583 
High school graduate 18,099 29,314 0.617 402 632 0.636 
Trade certificate or diploma 19,621 34,161 0.574 430 725 0.593 
Other non-university certificate 22,384 36,035 0.621 488 748 0.652 
University diploma below 

bachelor level 26,519 40,588 0.653 ay fe) 829 0.694 
Bachelor’s degree(s) 29,429 44,874 0.656 640 918 0.697 
University degree above bachelor’s 33,434 51,244 0.652 (Gk AVA 0.709 
Degree in medicine, dentistry, 

veterinary medicine or optometry 56,464 89,848 0.628 1,193 1,825 0.654 
Master's degree(s) 39,020 94,331 0.718 824 ~=1,096 0.752 
Doctorate degree 45,962 64,311 0.715 969 =: 1,281 0.756 
Marital status 
Never married, single 16,700 19,470 0.858 388 468 0.829 
Common law 21,300 31,043 0.686 467 669 0.698 
Married 21,744 39,759 0.547 473 820 0.577 
Separated 23:535 35,821 0.657 503 762 0.660 
Widowed 21,031 31,868 0.660 448 679 0.660 


Divorced 29,935 35,063 0.740 945 746 0.731 
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TABLE 5.1 (CONTINUED) 


FEMALE AND Mate Lasour Force ANNUAL AND WEEKLY EARNINGS AND Femate:Mate Ratio, 1990 


Category 
- Languages known 


English only 

French only 

Both English and French 

Neither English nor French 

No non-official languages known 
Some non-official languages known 


Immigrant status 


Non-immigrant 
Immigrant 


Visible minority status 


Not visible minority 
Visible minority 


Aboriginal origins 


Non-Aboriginal 
Aboriginal 


Full-time or part-time status 


Part-time, <30 hours per week 
Full-time, 30 hours or 
more per week 


Full-year or part-year status 


Part-year, <49 weeks per year 
Full-year, 49-52 weeks per year 


Class of worker 


Paid worker 

Self-employed, incorporated 

Self-employed, without paid help, 
unincorporated 

Self-employed with paid help, 
incorporated 


Province 


Ontario 
Newfoundland 
Prince Edward Island 
Nova Scotia 

New Brunswick 
Quebec 

Manitoba 
Saskatchewan 
Alberta 

British Columbia 
Yukon and Northwest Territories 


Annual earnings ($) 


Female Male Female:male 
20,777 34,332 0.605 
17,988 27,556 0.653 
22,514 36,451 0.618 
13,683 23,018 0.594 
20,733 33,990 0.610 
20,870 33,883 0.616 
20,534 33,488 0.613 
21,760 35,990 0.605 
20,803 34,329 0.606 
20,275 29,897 0.678 
20,834 34,139 0.610 
18,016 26,998 0.667 

9581 8,378 1.144 
24,279 35,833 0.678 
13,041 21,918 0.595 
24,477 38,458 0.637 
20,703 33,423 0.619 
26,555 40,937 0.649 
15,417 27,920 0.552 
27,377 46,435 0.590 
22,208 36,400 0.610 
18,083 29,057 0.622 
17,392 24,585 0.707 
18,191 29,605 0.615 
17,014 29,348 0.580 
20,291 32,196 0.630 
18,560 29,939 0.620 
17,761 29,898 0.594 
20,156 34,161 0.590 
20,382 34,802 0.586 
25,852 36,452 0.709 
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Weekly earnings ($) 


Female 


459 
400 
497 
328 
459 
464 


452 
476 


457 
454 


458 
407 


265 
516 


422 
473 


455 
991 


364 
983 


480 
420 
418 
406 
395 
447 
403 
405 
446 
460 
973 


Male Female:male 


725 
610 
765 
925 
720 
720 


711 
756 


727 
643 


723 
603 


269 
793 


658 
743 


709 
836 


623 
968 


759 
670 
606 
642 
659 
687 
627 
635 
726 
747 
801 


0.628 
0.656 
0.650 
0.625 
0.632 
0.644 


0.636 
0.630 


0.629 
0.706 


0.633 
0.675 


0.985 
0.685 


0.641 
0.637 


0.642 
0.659 


0.584 
0.602 


0.632 
0.627 
0.690 
0.632 
0.599 
0.651 
0.643 
0.638 
0.614 
0.616 
0.715 


TABLE 9.1 (CONCLUDED) 
FEMALE AND Mace Lasour Force ANNUAL AND WeexkLy Earnincs AND Femate:Mate Ratio, 1990 


Annual earnings ($) Weekly earnings ($) 

Category Female Male Female:male Female = Male Female:male 
Census metropolitan area 
Non-census metropolitan area 17,869 SH Ue 0.574 405 - 678 0.597 
Toronto 21,704 38,661 0.561 533 802 0.665 
Montréal 24,925 33,794 0.738 473 707 0.669 
Vancouver 22,135 35,545 0.623 491 751 0.654 
Other census metropolitan area 20,961 34,750 0.603 456 726 0.628 
Occupation 
Sales and Service Level | 10,781 16,381 0.658 267 381 0.701 
Senior Managers 41,498 65,937 0.629 840 1298 0.647 
Middle and Other Managers 29,160 44,722 0.652 600 898 0.668 
Professionals 31,602 48,060 0.658 681 980 0.695 
Semi-professionals and Technicians 22,018 33,262 —~ 0.662 489 702 0.697 
Supervisors 24,719 33,391 0.740 517 676 0.765 
Foremen/Forewomen 22,508 36,776 0.612 480 774 0.620 
Administrative and Senior 

Clerical Occupations 22,298 37,205 0.599 475 749 0.634 
Sales and Service Level III 19,384 33,663 0.576 425 696 0.611 
Skilled Crafts and Trades 15,474 31,985 0.484 364 707 0.515 
Clerical Occupations 19,790 25,898 0.764 431 547 0.788 
Sales and Service Level I! 12,385 26,250 0.472 296 561 0.528 
Semi-skilled Manual Workers 16,436 27,965 0.588 385 §25 0.616 
Other Manual Workers 14,674 22,248 0.660 360 561 0.642 
Industry 
Retail Trade 13,880 24 388 0.569 317 520 0.610 
Other Primary 23,963 38,474 0.623 567 885 0.641 
Manufacturing 21,125 35,129 0.601 461 738 0.625 
Construction 19,776 30,042 0.658 452 705 0.641 
Transportation and Storage 21,412 33,916 0.631 471 719 0.655 
Communications and Other Utilities 27,534 39,966 0.689 572 806 0.710 
Wholesale Trade 21,826 34,188 0.638 466 705 0.661 
Finance, Insurance and Real Estate 23,699 42,139 0.562 498 856 0.582 
Business Services 24,073 42.812 0.562 526 885 0.594 
Federal Government Services 28,161 39,452 0.714 605 798 0.758 
Other Government Services 25,140 37,424 0.672 536 774 0.692 
Educational Services 27,017 42,060 0.642 594 864 0.687 
Health and Social Services 23,023 44137 0.522 500 907 0.551 
Accommodation, Food and 

Beverage Services 10,870 16,074 0.676 273 376 0.726 
Other Services 14,263 24,203 0.589 331 540 0.613 


Notes: The figures for these tables and the subsequent regression results are for persons age 15 and over with 
positive labour market earnings. Appendix 5.1 outlines these and other restrictions. 


For Sales and Services Occupations, the three levels shown in roman numerals denote skill levels; Level III 
is highest. 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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The ratio of female-to-male earnings is similar for immigrants and non-immigrants. It is 
higher, however, among those who speak French only, visible minorities, and Aboriginals. 
Among each of these groups, female earnings are approximately 65% to 68% of male earnings, 

“compared with approximately 60% to 62% among the other groups. 


The ratio of female-to-male weekly earnings at 0.98 is much higher among part-time workers 
(those working fewer than 30 hours per week) than among full-time workers, where the ratio is 
0.68. In fact, annual earnings for part-time workers are higher among females than males, 
although they are very similar when weekly rather than annual earnings are used. This anomaly 
of part-time female workers earning the same as or more than part-time male workers likely 
reflects their similarity in other wage-determining characteristics, such as working in low-paying 
occupations and industries. As well, part-time male workers may have other unobserved 
characteristics that yield lower wages, similar to those of part-time female workers. In the 
subsequent regression analysis, in which other observed determinants of earnings are controlled 
for, both females and males who work part time have, not surprisingly, substantially lower weekly 
earnings than do those who work full time. However, the drop in earnings is less steep for females 
than for males. 


There is little variation in the ratio of annual earnings across the different class-of-worker 
categories, especially when comparisons are made on the basis of weekly earnings. The ratio of 
female-to-male earnings does not vary substantially across provinces; it is highest in the Yukon 
and Northwest Territories. It tends to be higher in census metropolitan areas than elsewhere. 
Among the CMAs there is little variation in weekly earnings. 


The ratio of annual female-to-male earnings is unusually low in Toronto and high in 
Montréal. This is because women in Montréal worked more weeks per year, although their 
weekly earnings were lower than those of women in Toronto. Thus, women in Montréal earned 
more per year than did women in Toronto. 


There is also some variation in the ratio of female-to-male earnings across occupation or 
industry groups. The earnings ratio tends to be highest in the lowest-level (Level I) Sales and 
Service Occupations, and in Supervisory and Clerical Occupations. (These occupations are 
discussed in more detail in Appendix 5.3.) Within industries, it tends to be highest in the Federal 
Government Services and Other Government Services sectors, the regulated portion of the 
Communications and Other Utilities sector, and in Accommodation, Food and Beverage Services. 


9.2 REGRESSION ANALYSIS, 1990 


5.2.1 Format and procedure 


Often simple comparisons of average earnings differences show gross relationships reflecting 
other variables that have not been controlled for. The regression analysis in this section controls 
for the effects of these other factors; they are included in the regression equations (see Table 5.2). 


The dependent variable is the log of weekly earnings.* Each coefficient is the percentage 
change in weekly earnings associated with a one-unit change in each explanatory variable. 
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TasLe 5.2 


FEMALE AND Mace Lasour Force Earnines Equations, 1990 Specirication 
(DEPENDENT VARIABLE, Loc of WEEKLY EARNINGS) 


Female 
Variable Mean Coefficient 
Age 
15-24 0.164 - 
25-34 0.289 0.310 
35-44 0.293 0.389 
45-54 0.174 0.398 
55-64 0.071 0.379 
65+ 0.009 0.206 
Vocational training 
No vocational training 0.667 52 
Vocational training 0.333 0.009 
Degree, certificate or diploma 
No degree, certificate or diploma 0.245 5S 
High school graduate 0.287 0.133 
Trade certificate or diploma 0.095 0.133 
Other non-university certificate 0.188 0.205 
University diploma below bachelor level 0.032 0.286 
Bachelor's degree(s) 0.107 0.345 
University degree above bachelor’s 0.019 0.400 
Degree in medicine, dentistry, veterinary medicine or optometry 0.004 0.848 
Master’s degree(s) 0.021 0.456 
Doctoral degree 0.002 0.652 
Marital status 
Never married, single 0.246 & 
Common law 0.089 0.099 
Married 0.555 0.077 
Separated 0.028 0.089 
Widowed 0.021 0.103 
Divorced 0.061 0.102 
Languages known 
English only 0.673 ve 
French only 0.119 -0.040 
Both English and French 0.203 0.008 
Neither English nor French 0.006 -0.177 
No non-official languages known 0.819 ae 
Some non-official languages known 0.181 -0.018 
Immigrant status 
Non-immigrant 0.817 # 
Immigrant 0.183 -0.027 
Visible minority status 
Not visible minority 0.914 rs 
Visible minority 0.086 -0.083 


0.134 
0.290 
0.283 
0.187 
0.094 
0.013 


0.665 
0.335 


0.283 
0.233 
0.168 
0.126 
0.018 
0.106 
0.018 
0.008 
0.032 
0.008 


0.236 
0.084 
0.624 
0.020 
0.005 


0.031 


0.678 
0.110 
0.207 
0.005 
0.812 
0.188 


0.807 
0.193 


0.919 
0.081 
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Coefficient 


0.301 
0.434 
0.485 
0.398 
0.199 


~0.054 


0.123 
0.186 
0.228 
0.203 
0.295 
0.319 
1.034 
0.395 
0.552 


0.157 
0.258 
0.209 
0.170 
0.162 


~0.062 
0.0003 
0.097 


0.037 


~0.034 


~0.166 


TABLE 5.2 (CONTINUED) 


FEMALE AND Mate Labour Force Earnines Equations, 1990 Specirication 
(DEPENDENT VARIABLE, Loc of WEEKLY EARNINGS) 


Female Male 

’ Variable Mean Coefficient Mean Coefficient 
‘Aboriginal origins 
Non-Aboriginal 0.973 a 0.976 o 
Aboriginal 0.027 -0.064 0.024 -0.117 
Weeks worked per year 
Part-year, <49 weeks 0.325 ae 0.271 a 
Full-year, 49-52 weeks 0.675 -0.076 0.729 -0.087 
Hours worked per week 
Part-time, <30 hours 0.240 B 0.068 te 
Full-time, 30 hours or more 0.760 0.664 0.932 0.791 
Class of worker 
Paid worker 0.943 oe 0.886 an 
Self-employed, incorporated 0.019 -0.033 0.048 -0.155 
Self-employed, no paid help, unincorporated 0.026 -0.466 0.037 —0.365 
Self-employed with paid help, incorporated 0.012 -0.144 0.030 -0.133 
Province 
Ontario 0.406 He 0.389 ie 
Newfoundland 0.014 -0.011 0.015 -0.081 
Prince Edward Island 0.005 0.004 0.004 -0.133 
Nova Scotia 0.029 -0.104 0.031 -0.125 
New Brunswick 0.022 -0.091 0.024 -0.114 
Quebec 0.236 -0.030 0.246 -0.031 
Manitoba 0.040 -0.061 0.038 -0.103 
Saskatchewan 0.031 -0.070 0.029 -0.116 
Alberta 0.096 -0.002 0.098 -0.019 
British Columbia 0.117 0.033 0.121 0.039 
Yukon and Northwest Territories 0.003 0.257 0.003 0.167 
Census area 
Non-census metropolitan area 0.337 ie 0.365 He 
Toronto 0.170 0.204 0.156 0.145 
Montréal 0.117 0.101 0.117 0.055 
Vancouver 0.065 0.114 0.062 0.072 
Other census metropolitan area 0.314 0.074 0.300 0.063 
Occupation 
Sales and Service Level | 0.093 a 0.068 eS 
Senior Managers 0.004 0.529 0.017 0.616 
Middle and Other Managers 0.069 0.360 0.133 0.392 
Professionals 0.167 0.430 0.133 0.342 
Semi-professionals and Technicians 0.059 0.197 0.060 0.221 
Supervisors 0.020 0.291 0.013 0.248 
Foremen/Forewomen 0.004 0.155 0.043 0.263 
Administrative and Senior Clerical Occupations 0.132 0.197 0.016 0.211 


Sales and Service Level III 0.041 0.162 0.053 0.254 
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TABLE 5.2 (CONCLUDED) 


FEMALE AND Mace Lasour Force Earnines Equations, 1990 Specirication 
(DEPENDENT VARIABLE, Loc oF WeekLy EARNINGS) 


Female Male 

Variable Mean Coefficient Mean Coefficient 
Skilled Crafts and Trades 0.008 -0.069 . 0.136 0.227 
Clerical Occupations 0.182 0.126 0.056 0.036 
Sales and Service Level || 0.163 -0.030 0.072 0.169 
Semi-skilled Manual Workers 0.041 -0.018 0.148 0.124 
Other Manual Workers 0.015 -0.114 0.050 0.048 
Industry 

Retail trade 0.145 = 0.119 = 
Other Primary Industries 0.009 0.362 0.036 0.420 
Manufacturing 0.095 0.186 0.196 0.234 
Construction 0.016 0.192 0.096 0.207 
Transportation and Storage ~ 0.019 0.246 0.065 0.250 
Communications and Other Utilities 0.030 0.332 0.046 0.317 
Wholesale Trade 0.031 0.155 0.059 0.171 
Finance, Insurance and Real Estate 0.091 0.188 0.045 0.201 
Business Services 0.058 0.138 0.060 0.233 
Federal Government Services 0.032 0.332 0.040 0.277 
Other Government Services 0.050 0.197 0.054 0.226 
Educational Services 0.105 0.116 0.054 0.143 
Health and Social Services 0.168 0.179 0.035 0.099 
Accommodation, Food and Beverage Services 0.075 -0.096 0.044 -0.208 
Other Services 0.077 -0.128 0.050 -0.051 
Intercept a 4.556 a 4.632 
Sample size rd 65,779 ve 85,748 
R? a6 0.36 Fe 0.35 


Average log weekly earnings be 5.84 a4 6.33 


Notes: The reference variables appear in bold, unshaded type. 


For Sales and Services Occupations, the three levels shown in roman numerals denote skill levels; Level III is 
highest. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


All explanatory variables’ are shown in categorical form; each regression coefficient is the 
percentage change in earnings associated with being in that particular category as opposed to 
being in the omitted reference category. The reference categories are shown in the table in bold, 
unshaded type. The t statistics, which show the statistical significance of each regressor, are not 
reported in Table 5.2—most of the coefficients were significant at conventional levels. The t 
statistics are in Appendix 5.5. 
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The mean values for each of the variables are also reported in Table 5.2. For the categorical 
variables, this indicates the proportion of women and men who are in each of the categories. This 
is important, since female and male earnings reflect both the proportion of females and males in 
each of the wage-influencing categories (that is, the mean values) and the effect on earnings of 
being in each category (that is, the regression coefficients)."° 


5.3 REGRESSION RESULTS, 1990 


9.3.1 Age 


Even after controlling for the effect of other variables, women’s and men’s earnings tend to 
increase with age; they reach a peak and drop thereafter. For example, females in the 25-to-34 age 
group earned 31% more than did females in the 15-to-24 group (the omitted reference category). 
Females in the 35-to-44, 45-to-54 and 55-to-64 groups earned approximately 38% to 40% more 
than did females in the 15-to-24 age group. They were also about eight percentage points higher 
than the 25-to-34 age group. Earnings drop off after age 54, and plummet after age 64. 


Among males, a similar pattern prevails. However, the increase in earnings with age is more 
rapid, the peak is reached earlier (age 45 to 54), and earnings drop off more rapidly after the peak. 
These regression results, in which the effect of other earnings determinants are controlled for, 
confirms the relationship between earnings and age portrayed in the average earnings data in 
Figure 5.1. 


5.3.2 Vocational training 


This is not the case, however, with respect to vocational training. The average earnings of those 
with vocational training was higher than of those without vocational training (see Table 5.1). 
However, vocational training is associated with lower earnings for males and similar earnings for 
females, after controlling for the impact of other variables that influence earnings. Apparently, 
those who take vocational training tend to have other characteristics that give rise to higher 
earnings. 


5.3.3 Education 


The benefits of higher education hold for both females and males after other earnings 
determinants are controlled for. In general, each successive level of education leads to higher 
earnings relative to the previous level. For example, women with a bachelor’s degree earned 35% 
more than women who did not finish high school. Women with a master’s degree earned 46% 
more, and women with a doctorate earned 65% more. The effects are particularly pronounced for 
women with professional degrees in medicine, dentistry, veterinary sciences or optometry; 
earnings in those professions were 85% higher than for women who did not finish high school. 


In general, the returns to higher levels of education are somewhat greater for females than 
males, as shown by the larger coefficients for all university diplomas and degrees.'’ However, the 
high returns for women with professional degrees do not match the higher returns for men with 
such degrees. 
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5.3.4 Marital status 


When other factors are controlled for, married women and married men showed the widest gap in 
earnings. Married men had the largest coefficient, and married women had the smallest 
coefficient. However, the positive coefficient for females highlights that married females earned 
7.7% more than did never-married, single females. 


5.3.9 Languages known 


Women who spoke only French earned 4% less relative to those who spoke only English. 
However, those who spoke neither official language earned 18% less. 


Similar negative effects prevailed for men, in different magnitudes. Among both females and 
males, the earnings premium for being bilingual was insignificant. Interestingly, having 
knowledge of some non-official language in addition to one of the official languages is associated 
with negative earnings, although the magnitudes were small—4% for males and 2% for females. 


5.3.6 Immigrant status, visible minority status and Aboriginal origins 


Immigrants, both female and male, earned about 3% less than non-immigrants when the effects 
of other determinants are controlled for.'* Visible minorities earned substantially less (females, 
8% less; males, 17%), as did Aboriginals (females, 6%; males, 12%). 


Women who are also visible minorities or Aboriginals in essence suffer an earnings loss 
associated with that status, as well as a loss associated with their gender. However, their earnings 
loss is not as great as that of their male counterparts. Reasons for this are not obvious. 
Presumably once discrimination exists for one reason (for example, gender) there is less 
motivation for discrimination based on other attributes.” 


Interestingly, weekly earnings were about 8% lower for both females and males who worked 
full-year (49 to 52 weeks per year) compared with those who worked part-year. Weekly earnings 
are substantially higher for full-time workers, reflecting their additional hours worked per week. 


5.3.7 Class of worker 


Weekly earnings for both women and men were substantially lower among those in the self- 
employed categories, compared with paid workers. 


5.3.8 Province 


After controlling for the effect of other determinants of earnings, there are some pure regional 
differences in earnings, although the differences are not too large. For example, relative to 
Ontario, earnings in the Atlantic provinces were approximately 1% to 10% lower for females and 
8% to 13% lower for males. Relative to Ontario, earnings were substantially higher for females 
(26%) and males (17%) in the Yukon and Northwest Territories. 
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5.3.9 Census area 


Earnings were higher in census metropolitan areas than elsewhere. In Toronto they were 20% 
higher for females and 15% higher for males than in non-CMAs. In the other CMAs, they ranged 
7% to 11% higher for females, and 6% to 7% higher for males relative to non-CMAs. 


~ §.3.10 Occupation 


Considerable earnings differences prevail across different Standard Occupational Classification 
groups, but the pattern is generally similar among both females and males. For example, female 
Senior Managers earned 53% more and male Senior Managers 62% more than the low-paying 
omitted reference group, Sales and Service Level I. Among Middle and Other Managers, females 
earned 36% more and males and 39% more than the reference group. 


Exceptions to the pattern for females and males include Foremen/Forewomen (only 16% 
higher for females but 26% higher for males), Skilled Crafts and Trades (7% lower for females 
but 23% higher for males),’* Sales and Service Level III (3% lower for females but 17% higher 
for males), Semi-skilled Manual Workers (2% lower for females but 12% higher for males) and 
Other Manual Workers (11% lower for females but 5% higher for males). 


Interestingly, all but one of these occupations with the largest disparity for males and females 
are male-dominated occupations—that is, the female means are small, both absolutely and 
relative to males. The exception is the Sales and Service Level I occupation. This means that 
women who enter non-traditional occupations appear to be having trouble closing the earnings 
gap in those jobs. 


The fact that women were disproportionately employed in lower-paying occupations and men 
in higher-paying occupations shows the potential scope for pay equity policies, since they allow 
comparisons between occupations, and equal employment opportunity policies, since they can 
increase the likelihood of women gaining access to higher-paying jobs. These are in contrast to 
conventional equal pay policies, which allow comparisons only within the same occupations. 


5.3.11 Industry 


Both women and men posted considerable variation in earnings across different industries, even 
when other pay determinants are controlled for. This is shown by the substantial variation in the 
industry coefficients for both genders. 


However, the pattern between industries is similar for both women and men. For example, the 
manufacturing earnings premium, relative to the Retail Trade industry, is 19% for females and 
23% for males. Exceptions to this pattern include: Health and Social Services, where the earnings 
differences (relative to Retail Trade) are 18% for females and 10% for males; and 
Accommodation, Food and Beverage Services, where the earnings differences are -10% for 
females and -21% for males. 
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5.4 HISTORICAL REGRESSIONS, 1970, 1980 AND 1990 


5.4.1 Format and procedure 


To portray how the male-female earnings gap and its determinants have changed over time, the 
regression and decomposition analysis was repeated for three years—1970, 1980 and 1990. To 
create a common specification of the earnings equation across those three years, additional 
restrictions on selecting the data had to be imposed, which are over and above the restrictions 
imposed on the 1990 data, discussed previously. These restrictions are also outlined in detail in 
Appendix 5.4."° 


Showing how the male-female earnings gap has changed over time entails a comparison of 
Table 5.3 (for 1970), of which are Table 5.4 (for 1980) and Table 5.5 (for 1990), all of which are 
based on the common historical specification. Both mean values and regression coefficients will 
be discussed, since both help us understand how the determinants of the earnings gap has 
changed over time. Since most of the ¢ statistics are significant, they are simply reported in 
Appendix 5.6. 


9.4.2 HISTORICAL REGRESSION RESULTS 


9.4.2.1 Age 


The age—earnings pattern discussed above prevails for both genders across the three census years. 
That is, earnings tend to increase with age, peaking in the 45-to-54 age group, and then fall off in 
the older age groups. Females’ age—earnings profile tends to be flatter—that is, it rises less 
sharply with age, and tends to peak slightly earlier. Over the 1970, 1980 and 1990 census years, 
the profile has become steeper (that is, the coefficients larger) for both females and males. As 
well, the female peak has come later, in the 45-to-54 age group, corresponding to the male peak. 
This is a change from 1970, when the female peak was in the 35-to-44 age group, and there was 
little variation in the middle age groups. In essence, over time, the female age-earnings profile has 
converged towards the male profile, becoming steeper and having a later peak. 


5.4.2.2 Vocational training 


Over the three census years, proportionately more people acquired vocational training, especially 
females. The proportion of females with vocational training rose from 19% in 1970 to 37% in 
1990, matching males’ levels. The proportions for males rose almost as steeply, from 22% in 
1970 to 37% in 1990. 


The economic returns to vocational training, however, showed a surprising pattern for both 
females and males. In 1970, having some vocational training was associated with an increase of 
approximately 6% in earnings for both genders. By 1980, vocational training was associated with 
5% lower earnings for both females and males, and by 1990 it was associated with 2% lower 
earnings for females and 5% lower earnings for males. 
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TABLE 5.3 


Earnines Regressions, BotH Sexes, Common SPECIFICATION ACROSS THREE CENSUSES, 
(DEPENDENT VARIABLE, Loc of ANNUAL Earninas), 1970 


Variable 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No high school diploma 
High school graduate 
Some postsecondary 
Bachelor’s degree 
Post-bachelor’s 
Postgraduate degree 


Marital status 


Single 
Married 
Separated, widowed or divorced 


Languages known 


English only 

French only 

English and French 
Neither English nor French 


Immigrant status 


Non-immigrant 
Immigrant 


Province 


Atlantic provinces 
Quebec 

Ontario 

Prairie provinces 
British Columbia 


Hours worked per week 


35-39 
40-44 


Female 
Mean Coefficient 
0.256 se 
0.245 0.159 
0.188 0.217 
0.189 0.208 
0.111 0.210 
0.011 0.209 
0.811 a 
0.189 0.064 
0.516 e 
0.354 0.096 
0.076 0.175 
0.035 0.397 
0.002 0.171 
0.018 0.521 
0.320 is 
0.542 -0.037 
0.138 -0.031 
0.721 i 
0.096 -0.083 
0.175 -0.009 
0.008 -0.157 
0.799 eB 
0.201 -0.036 
0.065 Re 
0.240 0.189 
0.448 0.193 
0.156 0.076 
0.091 0.169 
0.482 ss 
0.518 -0.030 
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Mean 


0.111 
0.286 
0.247 
0.210 
0.132 
0.014 


0.784 
0.216 


0.577 
0.243 
0.078 
0.049 
0.004 
0.049 


0.133 
0.825 
0.042 


0.706 
0.075 
0.214 
0.005 


0.782 
0.218 


0.069 
0.250 
0.437 
0.141 
0.103 


0.263 
0.737 


Male 


Coefficient 


0.193 
0.317 
0.315 
0.258 
0.057 


0.059 


0.104 
0.152 
0.374 
0.149 
0.447 


0.158 
0.131 


~0.134 
~0.019 
~0.230 


~0.052 


0.125 
0.151 
0.040 
0.158 


~0.021 


TABLE 5.3 (CONCLUDED) 


Earninas Recressions, BotH Sexes, Common SPECIFICATION ACROSS THREE CENSUSES, 
(DEPENDENT VARIABLE, Loc oF ANNUAL Earnincs), 1970 


Female Male 

Variable Mean Coefficient Mean Coefficient 
Occupation 

Clerical Occupations 0.513 a 0.156 a 
Managerial, Administrative and Related Occupations 0.039 0.196 0.106 0.305 
Occupations in Natural Sciences, Engineering and Mathematics 0.010 0.152 0.084 0.200 
Occupations in Social Sciences and Related Fields 0.013 0.196 0.010 0.176 
Teaching and Related Occupations 0.075 0.292 0.035 0.192 
Occupations in Medicine and Health : 0.115 0.163 0.016 0.081 
Artistic, Literary, Recreational and Related Occupations 0.006 0.208 0.014 0.175 
Sales Occupations 0.059 -0.086 0.112 0.176 
Service Occupations 0.080 -0.148 0.133 0.011 
Processing Occupations . 0.023 -0.002 0.081 0.074 
Product Fabricating, Assembling and Repairing Occupations 0.066 -0.142 0.193 0.064 
Transport Equipment Operating Occupations 0.001 0.204 0.063 0.005 
Industry sector 

Government 0.096 ae 0.162 ee 
Manufacturing 0.182 -0.095 0.346 -0.035 
Transportation, Communications and Utilities 0.069 -0.005 0.135 0.029 
Trade 0.146 -0.177 0.150 -0.130 
Finance, Insurance and Real Estate 0.113 -0.134 0.051 -0.080 
Community, Business and Personal Services 0.394 -0.137 * 0.156 -0.188 
Intercept A 9.603 - 9.738 
Sample size & 7,653 re 14,173 
R? a 0.43 ax 0.41 
Mean dependent variable ie 9.847 oe 10.315 
Annual earnings, 1991 dollars “ff 20,188 if 32,747 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The tstatistics are given 
in Appendix 5.5. 


figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971. 
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TaBLe 5.4 


EARNINGS ReGressions, BotH Sexes, Common SPECIFICATION ACROSS THREE CENSUSES, 
(DEPENDENT VariABLE, Loc oF Annuat Earnines), 1980 


‘Variable 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No high school diploma 
High school graduate 
Some postsecondary 
Bachelor’s degree 
Post-bachelor’s 
Postgraduate degree 


Marital status 


Single 
Married 
Separated, widowed or divorced 


Languages known 


English only 

French only 

English or French 

Neither English nor French 


Immigrant status 


Non-immigrant 
Immigrant 


Province 


Atlantic provinces 
Quebec 

Ontario 

Prairie provinces 
British Columbia 


Hours worked per week 


35-39 
40-44 


Female 
Mean Coefficient 
0.212 
0.326 0.176 
0.204 0.225 
0.161 0.240 
0.091 0.243 
0.006 0.139 
0.701 a 
0.299 -0.053 
0.318 ss 
0.284 0.066 
0.299 0.159 
0.070 0.267 
0.013 0.307 
0.016 0.437 
0.262 ies 
0.605 -0.009 
0.133 0.003 
0.688 eh 
0.114 -0.073 
0.191 -0.004 
0.007 -0.152 
0.801 My 
0.199 -0.035 
0.068 ” 
0.244 0.186 
0.425 0.136 
0.162 0.145 
0.101 0.214 
0.529 a 
0.471 -0.018 
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Mean 


0.122 
0.323 
0.234 
0.184 
0.128 
0.009 


0.692 
0.308 


0.347 
0.207 
0.294 
0.097 
0.017 
0.037 


0.174 
0.771 
0.055 


0.658 
0.114 
0.224 
0.004 


0.793 
0.207 


0.068 
0.281 
0.405 
0.143 
0.103 


0.274 
0.726 


Coefficient 


0.208 
0.340 
0.361 
0.302 
0.093 


~0.052 


0.103 
0.183 
0.278 
0.344 
0.429 


0.165 
0.105 


~0.082 
0.004 
~0.275 


0.047 


0.108 
0.127 
0.127 
0.230 


-0.008 


TABLE 5.4 (CONCLUDED) 


Earnincs REGRESSIONS, BotH Sexes, Common SPECIFICATION ACROSS THREE CENSUSES, 
(DEPENDENT VaRIABLE, Loc ANNuaL Earnincs), 1980 


Female Male 

Variable Mean Coefficient Mean Coefficient 
Occupation 

Clerical Occupations 0.475 Me 0.120 ae 
Managerial, Administrative and Related Occupations 0.076 0.252 0.144 0.311 
Occupations in Natural Sciences, Engineering and Mathematics 0.018 0.235 0.086 0.227 
Occupations in Social Sciences and Related Fields 0.021 0.144 0.016 0.166 
Teaching and Related Occupations 0.063 0.318 0.047 0.271 
Occupations in Medicine and Health 0.100 0.232 0.016 0.109 
Artistic, Literary, Recreational and Related Occupations 0.009 0.111 0.013 0.080 
Sales Occupations 0.073 -0.011 0.110 0.148 
Service Occupations 0.084 -0.160 0.110 0.008 
Processing Occupations : 0.019 0.002 0.079 0.116 
Product Fabricating, Assembling and Repairing Occupations 0.059 —0.117 0.201 0.067 
Transport Equipment Operating Occupations 0.003 0.039 0.058 0.037 
Industry sector 

Government 0.104 ea 0.138 bei 
Manufacturing 0.154 -0.091 0.317 -0.030 
Transportation, Communications and Utilities 0.068 0.031 0.123 0.048 
Trade 0.154 -0.206 0.177 -0.138 
Finance, Insurance and Real Estate 0.133 -0.076 0.052 -0.048 
Community, Business and Personal Services 0.387 -0.129 0.193 -0.174 
Intercept be 9.740 as 9.800 
Sample size me 25,877 i 36,233 
R? ks 0.39 id 0.41 
Mean dependent variable 6 10.049 #2 10.451 
Annual earnings, 1991 dollars = 24,859 a 37,611 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The ¢statistics are given 
in Appendix 5.5. 


figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1981. 
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TABLE 5.5 


EarNninGs Regressions, BotH Sexes, Common SPECIFICATION ACROSS THREE CENSUSES, 
(DEPENDENT VariaBLe, Loc oF ANNuaL Earninas), 1990 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 0.094 e 0.068 2 
25-34 0.317 0.219 0.310 0.269 
35-44 0.323 0.313 0.310 0.412 
45-54 0.190 0.330 0.209 0.485 
55-64 0.071 0.318 0.096 0.431 
65+ 0.005 0.274 0.007 0.267 
Vocational training 
No vocational training 0.631 oe 0.631 5 
Vocational training 0.369 -0.021 0.369 -0.045 
Degree, certificate or diploma 
No high school diploma 0.202 i 0.227 a 
High school graduate 0.290 0.072 0.232 0.092 
Some postsecondary 0.351 0.140 0.338 0.190 
Bachelor’s degree 0.114 0.289 0.133 0.288 
Post-bachelor’s 0.019 0.359 0.020 0.332 
Postgraduate degree 0.024 0.479 0.050 0.429 
Marital status 
Single 0.210 a 0.181 z 
Married 0.660 -0.0004 0.761 0.182 
Separated, widowed, divorced 0.130 0.015 0.058 0.127 
Languages known 
English only 0.676 = 0.658 ee 
French only 0.115 -0.067 0.112 -0.094 
English and French 0.205 0.009 0.226 0.002 
Neither English nor French 0.004 -0.200 0.004 -0.283 
Immigrant status 
Non-immigrant 0.814 i 0.800 ee 
Immigrant 0.186 -0.037 0.200 -0.061 
Province 
Atlantic provinces 0.066 en 0.068 4. 
Quebec 0.244 0.083 0.273 0.074 
Ontario 0.429 0.148 0.403 0.146 
Prairies 0.157 0.061 0.152 0.054 
British Columbia 0.104 0.115 0.104 0.142 
Hours worked per week 
35-39 0.490 is 0.267 _" 
40-44 0.510 -0.008 0.733 0.018 
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TABLE 5.5 (CONCLUDED) 


Earninas Recressions, BotH Sexes, Common SPECIFICATION ACROSS THREE CENSUSES, 
(DEPENDENT VARIABLE, Loc oF ANNUAL Earnincs), 1990 


Female Male 

Variable Mean Coefficient Mean Coefficient 
Occupation 

Clerical Occupations 0.398 i, 0.112 BS 
Managerial, Administrative and Related Occupations 0.134 0.248 0.167 0.305 
Occupations in Natural Sciences, Engineering and Mathematics 0.029 0.264 0.110 0.248 
Occupations in Social Sciences and Related Fields 0.033 0.127 0.019 0.136 
Teaching and Related Occupations 0.067 0.286 0.049 0.290 
Occupations in Medicine and Health 0.106 0.218 0.021 0.163 
Artistic, Literary, Recreational and Related Occupations 0.014 0.103 0.014 0.120 
Sales Occupations 0.082 0.051 0.110 0.127 
Service Occupations 0.088 -0.162 0.123 0.028 
Processing Occupations 0.012 -0.013 0.050 0.109 
Product Fabricating, Assembling and Repairing Occupations 0.036 -0.095 0.171 0.080 
Transport Equipment Operating Occupations 0.004 0.024 0.054 0.033 
Industry sector 

Government 0.120 a 0.154 ff 
Manufacturing 0.109 -0.117 0.246 -0.052 
Transportation, Communications and Utilities 0.068 0.018 . 0.125 0.004 
Trade 0.139 -0.269 0.179 -0.183 
Finance, Insurance and Real Estate 0.131 -0.115 0.059 -0.085 
Community, Business and Personal Services 0.433 -0.154 0.237 -0.201 
Intercept = 9.723 ie, 9.683 
Sample size os 25,415 ts 28,260 
R? bs 0.38 % 0.41 
Mean dependent variable _ 10.127 =F 10.453 
Annual earnings, 1991 dollars ef 27,281 a 38,207 


Notes: — The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The statistics are given 
in Appendix 5.5. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files. 


This does not reflect the fact that those who take vocational training tend to have less 
education, since general education and other determinants of earnings are already controlled for in 
the analysis. Presumably, the returns to vocational training have simply declined over time, 
reflecting a declining premium placed on such skills given the economy’s shift away from 
manufacturing and towards service industries. It is also possible that some workers take vocational 
training as a response to job losses or earnings reductions, and the negative returns to training 
simply reflect that reverse causality. Furthermore, vocational training may be a proxy for other 
attributes not included in the analysis, attributes that may cause the unexpected negative returns. 
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5.4.2.3 Education 


The proportion of the work force that had earned a bachelor’s degree or beyond mushroomed 
over the three census years. It tripled for females, from just over 5% in 1970 to nearly 16% in 
1990, and doubled for males, from 10% in 1970 to 20% in 1990. 


Higher education is associated with higher earnings for both females and males and for each 
census year. The exception is the post-bachelor category in 1970." 


The impact of additional education on earnings is similar for both genders. For example, the 
additional income associated with having a bachelor’s degree as opposed to not having graduated 
from high school was 40% for females and 37% for males in 1970, 27% and 28%, respectively, 
in 1980, and approximately 29% for both genders in 1990. The additional income associated with 
having a postgraduate degree compared with not having graduated from high school was 52% for 
females and 45% for males in 1970, 44% for females and 43% for males in 1980, and 48% for 
females and 43% for males in 1990. 


The premium associated with higher education fell for both females and males over the 
1970s, likely reflecting the large increase in the number of people with higher education. Over the 
1980s, the premium for higher education rebounded slightly, likely reflecting the slower growth 
in the number of higher-educated people, and the fact that technological and other changes were 
putting an additional premium on higher education." 


5.4.2.4 Marital status 


The proportion of the female work force that is married has increased steadily from 54% in 1970 
to 61% in 1980 to 66% in 1990. At the same time, the earnings disadvantage for married women 
compared with single women declined from 4% in 1970 to zero by 1990. Among males, the earnings 
advantage of being married stayed roughly constant at around 15% over the three census years. 


5.4.2.5 Languages known 


The proportion of the work force that could speak French only increased slightly among females 
from 10% in 1970 to 11% in both 1980 and 1990, and among males from approximately 8% in 
1970 to 11% in both 1980 and 1990. The proportion that could speak both English and French 
grew slightly among females from 18% in 1970 to 19% in 1980 to 21% in 1990, and among 
males from 21% in 1970 to 22% in 1980 to 23% in 1990. The proportion that could speak neither 
English nor French remained very small, less than 1% for both genders across all three census 
years. . 

Those who spoke only French had slightly higher earnings than those who spoke only 
English, and that premium has grown slightly since 1970. The earnings advantage of those who 
spoke only French increased among females from 10% in 1970 to 11% in both 1980 and 1990 
among females, and among males from 8% in 1970 to 11% in both 1980 and 1990. 


The earnings premium associated with being bilingual was more substantial. For males, it 
remained roughly constant at about 22% over the three census years. For females, it increased 
slightly from 18% in 1970 to 19% in 1980 to 21% in 1990. 
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5.4.2.6 Immigrant status 


There was relative stability over the three years in both the proportion of the work force that was 
immigrant (about 20% among both females and males) and in the earnings disadvantage 
associated with being an immigrant (roughly 5%, but slightly lower for females). 


5.4.2.7 Province 


In 1970, the ranking of the provinces and territories in descending order of earnings were 
Ontario, British Columbia, Quebec, the Prairies and the Atlantic provinces. The notable anomaly 
in that ranking is that women in Quebec were tied with Ontario for the top ranking, while men in 
Quebec were below both Ontario and British Columbia. 


By 1980, British Columbia reported the highest earnings by far. The other regions showed a 
similar earnings advantage relative to the Atlantic provinces. Again, the exception was in Quebec, 
where women earned more than women in other regions (except for British Columbia) and men 
earned less than men in other regions (except for the Atlantic provinces). 


By 1990, the rankings had returned to their 1970 ranking of Ontario, British Columbia, 
Quebec, the Prairies and the Atlantic provinces. The anomaly of Quebec women earning 
substantially more, and Quebec men earning substantially less, relative to most other regions no 
longer prevailed. 


5.4.2.8 Longer hours 


Across all three census years, about half as many females worked 40 to 44 hours a week as 
worked 35 to 39 hours a week. Almost three-quarters as many males worked 40 to 44 hours per 
week as worked 35 to 39 hours per week. 


Surprisingly, both females and males who worked 40 to 44 hours per week had slightly lower 
annual earnings than those who worked 35 to 39 hours per week, after controlling for other 
earnings determinants. 


5.4.2.9 Occupation 


Female and male occupational distributions have been substantially different; they have also 
changed over time. In 1970, more than half the female full-time, full-year work force worked in 
clerical occupations, compared with 16% of the male work force. The proportion of the female work 
force in clerical occupations declined over time, but it was still 48% in 1980 and 40% in 1990. In 
addition, 19% of the female work force was employed in Teaching and Related Occupations and 
Health Care Occupations in 1970, declining slightly to 16% in 1980 and 17% in 1990. 


In contrast, less than 5% of the female work force in 1970 was employed in Managerial 
Occupations or Occupations in Natural Sciences, Engineering and Mathematics, compared with 
19% of the male work force. But women’s employment in those fields grew more than threefold 
to 16% of the female work force in 1990, compared with 28% of the male work force. Similarly, 
in all three census years, about one-quarter of the male work force worked in Product Fabricating, 
Assembling, and Repairing Occupations or in Transport Equipment Operating Occupations. In 
contrast, the proportion of the female work force in those jobs was only 7% in 1970, 6% in 1980, 
and 4% in 1990. 
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The economic returns associated with different occupations, as shown by the regression 
coefficients, also differed for females and males and for the different census years. The earnings 
premium associated with being a female manager, relative to the omitted reference category of 
Clerical Occupations,'* was 20% in 1970, and 25% in both 1980 and 1990. For male managers, 
it was about 30% in each of the three census years. 


Among males, earnings premiums were associated with occupations such as Sales (17% in 
1970), Service (1%), Processing (7%) and Product Fabricating, Assembling and Repairing (6%). 
Among females, these same occupations were associated with lower earnings—Sales (-9%), 
Service (-15%), Processing (-0.2%) and Product Fabricating, Assembling and Repairing (-14%). 
By 1990, the negative earnings premium for females in Sales changed to a slight positive. 


5.4.2.10 Industry sector 


Across industries, females worked in disproportionate numbers in the Community, Business and 
Personal Services sector (39% in 1970 and 1980, and 43% in 1990), while males tended towards 
Manufacturing (35% in 1970, 32% in 1980, and 25% in 1990). 


Among both females and males, the Government sector tended to be the highest-paying 
industry, even after controlling for the impact of other wage-determining characteristics. This is 
shown by the negative coefficients for most of the other industry variables, with the exception of 
the extensively regulated Transportation, Communications and Utilities sector. The earnings 
premium associated with the Government sector did dissipate over time—the negative 
coefficients for the other industries generally became smaller or positive over the three years. 


The industry rankings were also fairly stable over the three census years. In descending order 
they were: Transportation, Communications and Utilities; Government; Manufacturing; Finance, 
Insurance and Real Estate; Trade; and Community, Business and Personal Services. For females, 
however, Trade ranked the lowest in earnings. 


9.9 DECOMPOSING THE MALE-FEMALE EARNINGS GAP 


The average male-female earnings gap can be decomposed into two components: a portion 
attributed to differences between females’ and males’ average characteristics or endowments of 
wage-determining characteristics; and a portion attributed to differences in the pay that females 
and males receive for the same wage-determining characteristics.’ The latter component is often 
labelled as the discriminatory component, in that it reflects differences in what women and men 
are paid for the same characteristics. The former component is often labelled as non- 
discriminatory, in that it reflects the male-female differentials in their endowments of wage- 
determining characteristics such as education and training. However, such differences in 
endowments can reflect discriminatory pressures, for example, if women are steered away from 
education or training that may enhance earnings. 


The decomposition procedure involves estimating separate earnings equations for males and 
females, as in Table 5.2. For each equation, the mean values of the explanatory variables—the 
particular wage-determining characteristic—indicate the average endowment of that particular 
characteristic. The regression coefficients indicate the economic returns to each of these 
characteristics. 
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In the decomposition procedure, the hypothetical earnings that females could expect to earn 
if they were paid according to the male pay structure (that is, the non-discriminatory norm) can 
be calculated by multiplying the average endowments of female wage-determining characteristics 
(that is, the mean values of their explanatory variables) by the returns that males receive for those 
characteristics (that is, the male regression coefficients). Subtracting this from the average male 
earnings yields the portion of the male-female earnings gap attributable to differences in the 
average endowments of each gender’s wage-determining characteristics, where the differences in 
endowments are evaluated according to the male pay structure. Subtracting the hypothetical 
earnings that females would receive if there were no pay discrimination from their own average 
earnings yields that portion of the male-female earnings gap attributable to discrimination. 


Table 5.6 decomposes the male-female earnings gap into the component parts attributable, 
respectively, to: differences in their average endowment of wage-determining characteristics 
(labelled characteristics); and differences in the pay men and women receive for the same 
characteristics (labelled discrimination). The bottom panel provides this decomposition for the 
1990 specification, as given in Table 5.2. The top panel provides the decomposition for the 
narrower historical specification for 1970, 1980 and 1990, as given respectively in Tables 5.3, 5.4 
and 5.5. 


TABLE 5.6 
Decomposition oF FEMALE—Mate Loc Earnines DirrereNnTIAL, 1970, 1980, 1990 HistoricaL 
SPECIFICATION AND 1990 CurRENT SPECIFICATION 
Portion attributed to differences in: 
Year and specification Overall differential Characteristics Discrimination 
Historical specification 
1970 annual earnings 0.469 0.166 0.302 


(100%) (35.5%) (64.5%) 
1980 annual earnings 0.403 0.135 0.268 
(100%) (33.5%) (66.5%) 
1990 annual earnings 0.326 0.096 0.230 
(100%) (29.5%) (70.5%) 
Current specification 
1990 weekly earnings 0.485 0.228 0.257 
(100%) (47.0%) (53.0%) 


Source: Based on decomposition procedure as outlined in text, using mean values and regression coefficients from 
Table 5.2 for the current specification, and Tables 5.3, 5.4 and 5.5 for the historical specification. 


The average male-female logarithmic weekly earnings differential, based on the 1990 
specification, was 0.485 (see bottom panel of Table 5.6). Of that, 0.228, or 47%, can be attributed 
to differences in endowments of wage-determining characteristics, and 0.257 or 53%, can be 
attributed to discrimination (that is, differences in pay for the same characteristics). 


However, this can underestimate the degree of wage discrimination. For example, occupation 
is controlled for in the regression analysis, yet occupational segregation may be a mechanism 
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whereby wage discrimination occurs. This decomposition may also overestimate the degree of 
wage discrimination, for example, if differences in hours of work are not fully controlled for by 
examining weekly earnings and controlling for full-time versus part-time status. 


Using the narrower historical specification, however, a different picture emerges. This is to be 
_ expected, since the historical analysis was restricted to annual earnings for full-time, full-year 
workers, and it involved fewer control variables. Specifically, the (logarithmic) earnings gap was 
smaller at 0.326. This likely reflects the fact that the annual earnings gap is smaller for full-time, 
full-year workers than for all workers, since the gap for all worker also reflects differences in 
hours worked per week. 


As well, in the historical specification, the portion attributable to discrimination (70.5%) is 
much larger than the portion attributable to differences in endowments of wage-determining 
characteristics (29.5%). This likely reflects the fact that when the endowments of wage- 
determining characteristics are not fully controlled for (as is likely the case in the narrower 
historical specification), the portion of the earnings gap attributed to such differences should be 
correspondingly smaller. For those reasons, the narrower historical specification likely 
understates the average earnings gap (because it is restricted to full-year, full-time workers, where 
the gap is smallest), and overstates the degree of discrimination (because it does not fully control 
for the array of wage-determining characteristics). 


Despite these limitations, the historical measures likely reasonably portray the trend or 
changes occurring over time. In that vein, an important picture emerges. The overall earnings gap 
has declined steadily over time, as indicated by the fact that female earnings as a percentage of 
male earnings for full-time, full-year workers increased from 61.6% in 1970 to 66.6% in 1980, 
then to 71.4% by 1990. 


Within that declining gap, the portion attributed to differences between males and females in 
their wage-determining characteristics has declined slightly (from 35.5% in 1970 to 29.5% by 
1990). 


Conversely, the portion attributed to wage discrimination (different pay for the same 
characteristics) has increased slightly (from 64.5% in 1970 to 70.5% in 1990). In essence, over 
time, the overall male-female earnings gap has declined, although the portion of the gap 
attributed to wage discrimination has increased slightly. 


This is an important conclusion since it suggests that the female work force has become more 
like the male work force in its wage-determining characteristics, and this has helped to narrow the 
overall earnings gap. 


However, it appears that less progress has been made to reduce the impact of pure wage 
discrimination itself. This conclusion, however, must be tempered by the fact that the historical 
analysis was restricted to annual earnings for full-time, full-year earnings, and it involves a 
narrow list of common control variables. 


9.6 SUMMARY 


In 1990, female annual earnings were 61% of male earnings. The ratio of weekly earnings was 
slightly higher, 63.3%.This reflects the fact that women tend to work fewer weeks per year than 
do men. 
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Among all age groups, the male age-earnings profile is above that of females; it rises more 
steeply and peaks earlier. 


Females’ earnings relative to those of males are generally higher at younger ages, at higher 
levels of education, among never-married, single persons and among part-time workers. They are 
lowest for married women. 


After controlling for the impact of other wage-determining factors, somewhat lower earnings 
are associated with males with vocational training, people who speak neither official language, 
those not living in a census metropolitan area, and immigrants. Substantially lower earnings are 
associated with visible minorities and Aboriginals. 


Reflecting different skill levels, there is substantial variation in earnings across different 
occupations, usually with a similar pattern for females and males. There are variations in those 
patterns: notably, the low proportions of females who enter non-traditional occupations appear to 
fare poorly in improving their earnings relative to males in those jobs. 


The predominance of females in low-paying jobs and of males in high-paying jobs highlights 
the potential scope for pay equity policies, which allow comparisons across different occupations, 
and equal employment opportunity policies, which facilitate the advance of women into higher- 
paying jobs, in contrast with conventional equal pay policies, which do not allow comparisons 
across occupations. 


There is also substantial variation in earnings across industries; the pattern is similar for 
males and females. 


Similar earnings patterns for females and males prevailed over 1970, 1980, and 1990, with 
some notable exceptions. The female age-earnings profile has converged towards the male profile, 
becoming steeper and peaking later. The returns to vocational training have dropped, and in fact 
have become negative. The negative effect of being married on earnings declined slightly for 
women, nearing zero by 1990, although it has never become positive, as it is among men. 


In 1991, about half of the overall male-female earnings differential could be attributed to 
differences between females and males in their endowments of wage-determining characteristics, 
and about half to discrimination defined as differences in pay for the same characteristics. 


Between 1970 and 1990, female earnings as a percentage of male earnings for full-time, full- 
year workers increased from 61.6% in 1970, to 66.6% by 1980, and to 71.4% by 1990. Within 
that shrinking gap, however, the proportion attributable to discrimination actually increased 
slightly, while the proportion attributable to differences in wage-determining characteristics 
declined. 


While the overall male-female earnings gap has declined between 1960 and 1990, it is 
impossible from this analysis to know how much of that decline can be attributed to different 
policy initiatives. The increase in the proportion of the gap attributable to discrimination (defined 
here as unequal pay for the same wage-determining characteristics) suggests that the policy 
initiatives have not had a substantial effect on discrimination. 


In contrast, the decline in the proportion of the gap attributable to differences in wage- 
determining characteristics suggests that women are making some progress by improving their 
wage-determining characteristics such as education, and training and hours worked, as well as 
their occupational and industrial distribution. 
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ENDNOTES 


. Although the census enumeration period is the week before June 4, 1991, the earnings refer to the calendar year 


1990; hence, the phrase “1990 data” is used here to refer to the 1990 earnings data from the 1991 Census. The term 
“current” also describes the 1991 Census, since it is the latest census for which individual public use micro-data files 
were available. The term “current specification” is also used to distinguish from the “common historical 
specifications” based on 1971, 1981 and 1991 Census data. 


Other Canadian studies employing the decomposition analysis include: Baker, Benjamin, Desaulniers and Grant 
(1995), based on the 1971, 1981 and 1986 Censuses and the 1986 and 1991 Survey of Consumer Finances: 
Christofides and Swidinsky (1994), using the 1989 Labour Market Activity Survey; Coish and Hale (1994), using the 
1993 Survey of Labour and Income Dynamics; Doiron and Riddell (1994), based on the 1981 Survey of Work 
History, the 1984 Survey of Union Membership and the 1988 Labour Market Activity Survey; Kid and Shannon 
(1994, 1996a, 1996b), based on the 1989 Labour Market Activity Survey; Maki and Ng (1990), based on the 1984 
Survey of Union Membership; and Wannell (1990), using the National Graduates Survey of 1984 and the follow-up 
of the 1982 graduates survey in 1987. Earlier Canadian studies are reviewed in Gunderson (1989). 

Definitions of each of the variables and how they were constructed are given in Appendix 5.3, which also gives their 
census field and code. 


This comparison of average earnings according to various personal and labour market characteristics does not 
control for the effect of other variables that may influence earnings. (The regression analysis presented later does 
control for the influence of other wage-determining characteristics.) 


This second measure controls to a degree for differences in time worked. 


Calculation of a measure of implied hourly wages would be subject to substantial measurement error, since the 
measure of usual weekly hours worked pertains to the enumeration week in 1991, while the annual earnings measure 
and the usual weeks worked refer to 1990. 


The male-female earnings gap is in most cases simply reported, with little discussion of possible reasons for the 
gap. This is because the gross relationships involved in the simple comparisons of average earnings differences 
often show the effect of other variables that are not controlled for in the simple tabulation. These relationships are 
discussed further in the regression analysis following, especially when they are anomalous or they differ greatly from 
the simple relationship that emerges from comparing average earnings differences. 

Weekly earnings are used instead of annual earnings so as to better control for differences in the number of weeks 
worked. 

The variable definitions and coding are given in Appendix 5.3, which is relevant for both the comparison of average 
earnings differences of Table 5.1 and the regression analysis of Table 5.2. 

This will be illustrated more clearly below when the overall male-female earnings gap is decomposed into two 
components: a portion attributable to differences in endowments of wage-determining characteristics (differences 
in means); and a portion attributable to differences in pay for the same endowments of wage-determining 
characteristics (differences in coefficients). 

Based on the National Graduates Survey of 1984 and the Follow-up of the 1982 National Graduates Survey, Wannell 
(1990) finds that female university graduates in Canada earned 88% as much as male university graduates, and that 
ratio actually fell to 82% by 1987. Differences in wage-determining characteristics accounted for about one-third of 
the gap. Earnings are almost identical for women and men with a PhD. Davies, Mosher and O’Grady (1995) also 
discuss the role of higher education for Canadian women. 

For further analysis of the earnings of female immigrants and visible minorities, see Boyd (1992). 


The gender wage gap for young, single females and males and the role of job mobility is emphasized in Simpson 
(1990). 
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18. 
19: 


The lower pay for women in skilled crafts and trades relative to the Sales and Service (Level |) reference group seems 
particularly surprising, although very few women are in this category. Presumably it reflects differences in the nature 
of the skilled crafts and trades jobs done by women compared with those done by men, and the industry they 
perform them in. 

Furthermore, the common specification required coding the variables in such a fashion as to make them as similar 
as possible across the three years. This often required judgement calls, especially on how best to merge certain 
categories. These judgement calls are explicitly given in Appendix 5.4, which outlines how each of the common 
variables were coded across the three years. 

Presumably, the negative signal associated with starting but not completing a postgraduate degree outweighed any 
benefit from acquiring some education beyond a bachelor’s degree. As well, those working while trying to complete 
a degree may have lower incomes. 

The changing wage premiums associated with higher education in Canada are discussed in Freeman and Needles 
(1995) and Riddell (1995). 


Among males, clerical jobs are considered less preferable. 
For more details, see Appendix 5.2. 
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Aprenpix 5 


Appenpix 5.1 
DATA EXCLUSIONS 


In estimating male and female earnings equations, it is invariably necessary to restrict the analysis 
to subsets of the data for whom such comparisons are meaningful. Trade-offs are inevitable. 
Excluding too many groups means that the analysis cannot be used to make statements or 
inferences about those groups. Including groups for which male-female earnings comparisons are 
not meaningful, in contrast, means that the results may reflect the impact of those unusual groups. 


In analysing male-female earnings differentials in particular, it is important to restrict the 
analysis to groups that could potentially earn conventional wage and salary income. It is difficult 
enough to control for various other determinants of earnings to isolate a pure “male-female” 
earnings differential, even when the analysis is restricted to those with conventional labour 
market earnings. That difficulty is compounded if the analysis is not restricted to such groups. 


This is especially the case in the historical analysis when the 1970, 1980 and 1990 data are 
compared. Comparisons in those circumstances are being made not only between females and 
males in each census year, but also with respect to how the earnings gap and its determinants may 
be changing over time. Again, such earnings comparisons are facilitated when they are made 
between groups that are conventional wage- and salary-earners. 

This appendix describes the decisions that were made to include or exclude particular groups 
for earnings comparisons. The first section deals with the specification for the 1990 data. The 
second section deals with the historical specification that is common across the 1970, 1980 and 
1990 data. 


The format followed is to first state the exclusion restriction, giving a brief rationale if it is not 
obvious. Then the procedure for excluding the data is stated. For each of the census years, the 
mnemonic for the variable name is given in capital letters, preceded by the census year, and 
followed by the variable field number (in parentheses) used in the census coding manuals. The 
variable code is indicated by its census code number (sometimes followed, in square brackets, by 
a description of the variable if that is instructive). The convention used for inequality signs is: 


# not equal 
< less than 
> greater than 


As an illustration, the statement “If 71 LFCODE(28) # 1 then exclude” implies that if the 
1971 variable for labour force status (Field 28 in the tape) does not equal Code 1 (which is 
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“civilian who worked for pay or profit”), then exclude the observation—that is, include only 
civilians who worked for pay or profit. 


The 1990 specification 


To ensure that male-female earnings comparisons are made between males and females with 
conventional labour market earnings, the analysis was restricted to persons with the following 
characteristics: at least 15 years old; had positive labour market earnings; were permanent 
residents; consistently reported their full-time, part-time work status; did not work in agriculture; 
and reported their education, immigrant status and marital status. The details of those restrictions 
follow. 


Age 15 and over 


Persons under the age of 15 were excluded because they would normally be required to be in 
school as opposed to working at regular labour market work. 


If 91AGEP(15) < 15 then exclude. 


Persons under the age of 15 are also excluded through many of the other restrictions on the 
data, where the data are often reported only for those 15 and older. 


Permanent residents 


The 1991 Census was the first to include non-permanent residents (Statistics Canada 1994, p. 
167). They are persons who hold a student or employment authorization or a Minister’s Permit, 
or who are refugee claimants. Because the focus here is on labour market earnings of those who 
have conventional employment options, and to facilitate consistency with previous censuses, non- 
permanent residents were excluded from the data set. 


If 91IMMPOPP(23) = 3 then exclude. 


Positive labour market earnings 


Because the comparisons are of female and male earnings, the analysis was restricted to those 
who had positive labour market earnings. For reasons discussed in the text, the dependent 
variable was expressed in terms of implied weekly earnings so as to control for differences in 
weeks worked. This “implied weekly earnings” was calculated as annual earnings from wages 
and salaries (WAGESP, Code 97) and self-employment (SELFIP, Code 98) in 1990 divided by the 
usual weeks worked in 1990 (WKSWKP, Code 90). A measure of usual weekly hours worked in 
1990 was not available, presumably because this would be difficult for a respondent to recall. A 
measure of the usual hours worked in the week prior to the enumeration week in 1991 
(HRSWKP) was available. However, using this to calculate an implied hourly wage would have 
been subject to considerable error, given that weekly earnings refer to 1990 and weekly hours 
refer to 1991. 
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Non-agricultural industries 


Because of the unusual nature of hours of work and pay in agriculture, observations were 
excluded from this sector. 


If 9IIND80P(94) = 1 then exclude. 
‘Exclude if certain information not available 


After the previously discussed exclusions, a few observations were missing information on such 
factors as age, education, immigration status or marital status. These observations were excluded. 


If 91 AGEP(15) = 98 then exclude. 

If 91 DGREEP(75) < | then exclude. 
If 91IMMPOPP(23) < 1 then exclude. 
If 91 MARSTLP(17) < 1 then exclude. 


Common historical specification across 1970, 1980, and 1990 


As with the 1990 analysis, the data restrictions for the historical analysis involved exclusions to 
ensure that the analysis was restricted to those who had conventional options to obtain labour 
market earnings. In the historical specifications, exclusions were also necessitated by the need to 
have a common specification across the three census years. Certain compromises and judgement 
calls had to be made since the variables were not usually common across the three census years. 
This appendix describes those judgement calls. 


The historical analysis was restricted to the following people: those 15 years of age and over; 
those who worked for pay or profit as wage and salary earners; those whose major source of 
income was wages and salaries; those who worked between 35 and 44 hours per week and 49 to 
52 weeks per year; those who did not work in primary, construction or unspecified occupations or 
industries. The rationale for these restrictions, and the procedures for implementing them, are as 
follows. 


Age 15 and over 
Persons under the age of 15 were excluded because legally they would normally be required to be 
in school as opposed to working full time and full year. 

IF 71AGE(10) < 15 then exclude. 

IF 81AGE(17) < 15 then exclude. 

IF 91AGE(15) < 15 then exclude. 


Individuals working for pay or profit 


Because the focus is on labour market earnings, the analysis was restricted to people working 
for pay or profit (that is, excluding unpaid family members). Military personnel were included 
only because they could not be separated out in the 1991 Census. They could be separated out in 
both the 1971 and 1981 Censuses, but doing so would create comparability problems across the 
three censuses. 
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If 71 LFCODE(28) # 1 and LFCODE # 2 then exclude. 
If 81LFACT71(30) #2 and 81LFACT71 #3 then exclude. 
If 91 COWP(86) = 1 and 91WAGESP(97) = 0 then exclude. 


Wage- and salary-earners 


Because of the focus on labour market earnings, the analysis excluded the self-employed. In this 
restriction, those under the age of 15 and those who did not work in the census year were also 
excluded. 

If 71TYPEWORK(35) # | [wage and salary earners] then exclude. 

If 81COW(41) # 1 [paid workers] then exclude. 

If 91 COWP(86) # 1 [paid workers and unpaid family workers] then exclude. 


Note: In the 1991 Census, unpaid family workers have been excluded by the prior restriction to 
individuals working for pay or profit, that is, 


If 91WAGESP(97) = 0 then exclude. 


Major source of income is wages or salary 


Because of the focus on labour market earnings, the analysis was restricted to those whose major 
source of income was wages and salaries. In the 1971 Census, this variable was explicitly given 
as MAJSINC(SS5). In the 1981 and 1991 Censuses, it was not explicitly given. It was constructed 
by first creating a variable, giving the major source of income of the individual. Then the 
observations were excluded if the major source of the individual’s income was not wages or 
salaries. 


If 7IMAJSINC(S5) # 2 then exclude. 

81MSOURCE = MAXIMUM (WAGES, SELFEMP, FAMAL, OASGI, UICBN, 

GOVTI, INVST, RETIR). IF 81IMSOURCE # WAGES then exclude. 

91MSOURCE = MAXIMUM (WAGESP, SELFIP, FAMALP, CHDCRP, OASGIP, 
CQPPBP, UICBNP, GOVTIP, INVSTP, RETIRP, OTINCP). IF 9|MSOURCE # WAGES 
then exclude. 


Persons working 35 to 44 hours per week and 49 to 52 weeks per year 


So that male-female earnings differences are being compared across groups that are relatively 
homogeneous with respect to working time, the analysis was restricted to persons who worked a 
“normal” work week, defined here as 34 to 44 hours per week, and who worked “full year,” 
defined here as 49 to 52 weeks per year. 

If 71 USUALHRS(32) < 4 or > 5 then exclude. 

If 8LIHRSWK(32) < 35 or > 44 then exclude. 

If 9IHRSWKP(88) < 35 or > 44 then exclude. 

If 7LINUMWEEKS(30) # 6 then exclude. 

If 81WKSWK(34) < 49 then exclude. 

If 91IWKSWKP(87) < 49 then exclude. 
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Annual earnings at least $8,500 per year 


Given that the focus of the historical analysis is on full-time, full-year persons whose major 
source of income is wages and salaries, the analysis was restricted to persons whose annual 
earnings would likely be above the minimum wage in 1990 dollars. This implies annual earnings 
_ Of approximately $8,500 or more in 1990 dollars. 


Exclude certain occupations, industries, persons who did not work 


Certain occupations and industries (for example, Agriculture, Other Primary, Construction, 
Other) were excluded because, especially in the earlier census, they tended to include few female 
wage-earners. As well, the person’s occupation or industry was sometimes designated as “Other.” 
The 1971 occupation and industry classes were used in the historical comparisons, since they 
were common across the three census years. In 1971, the major occupation group “Religion” was 
in a separate occupation category, Category 4, and was thereby excluded by excluding that 
category. In 1981 and 1991, that occupation group was in the “Other” occupation category and 
thereby was excluded when that whole category was excluded. 


The occupation exclusion procedures were: 


If 71O0CCUPAT(34) = 4 [Religion] or 11 [Farming, Horticulture and Animal Husbandry] or 
12 [Other Primary] or 15 [Construction] or 17 [Other Occupations] or 18 [Not stated] or 00 
[population under 15 years, persons who did not work in 1970] then exclude. 


If 810CC71(38) = 10 [Farming, Horticulture and Animal Husbandry] or 11 [Other Primary] 
or 14 [Construction] or 16 [Other Occupations] or 17 [Not stated] or 00 [persons under 15 years, 
persons who did not work since January 1, 1980] then exclude. 


If 910CC71(93) = 10 [Farming, Horticulture and Animal Husbandry] or 11 [Other Primary] 
or 14 [Construction] or 16 [Other Occupations] or 17 [Not stated] or 99 [persons under 15 years, 
persons who did not work since January 1, 1990] then exclude. 


The industry exclusion procedures were: 


If 71INDUST(33) = 1 [Agriculture] or 2 [Forestry] or 3 [Fishing and Trapping] or 4 [Mines, 
Quarries and Oil Wells] or 6 [Construction] or 12 [not determined] or 00 [population under 15 
years, persons who did not work in 1970] then exclude. 


If 8LINDUST(40) = 1 [Agriculture] or 2 [Other Primary] or 4 [Construction] or 19 
[unspecified or undefined] or 00 [population under 15 years, persons who did not work since 
January 1, 1980] then exclude. 


If 91LIND70P(95) = 1 [Agriculture] or 2 [Other Primary] or 4 [Construction] or 17 
[unspecified or undefined] or 99 [population under 15 years, persons who did not work since 
January 1, 1990] then exclude. 
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Appennix 5.2 
WAGE GAP DECOMPOSITION PROCEDURE 


Based on the individual worker as the unit of observation, separate wage equations can be 
estimated for males and for females: 


(1) W,= x ,0 ,, for males 


(2)W,=X Pp, for females 


where W is the log of wages, X is a vector of human capital and other wage-determining 
characteristics, b is a vector of estimated regression coefficients showing the return to each of the 
characteristics, m denotes males and f denotes females. For simplicity of exposition, the 
individual subscripts and the error terms are omitted. 


In regression analysis, the mean of the dependent variable equals the regression coefficients 
times the mean values of the explanatory variables. That is, 


3) Wr=X wn 
(4) W j= x Py 


The hypothetical wage that females would receive if they had their own characteristics 
that is, X,) but were paid according to the male pay structure for those characteristics (that is, b_ ) 
can be denoted as 


6) w/= , 


The difference between the wage of males and this hypothetical wage of females is 
attributable to differences in the endowments of wage-determining characteristics between males 
and females, since both are paid according to the same pay structure, in this case, the male 
returns. That is, 


(6) Wa- Wy = X wn- X jon =(Xn- X ,)b,, is due to differences in 
characteristics. 


The difference between females’ actual wages and the hypothetical wages they would earn if 
they were paid according to the male pay structure is attributable to differences in their returns for 
the same wage-determining characteristics, in this case the female characteristics. That is, 


(7) W/-W =X Pa- X 2 = X ,0,,- 5) is due to differences in returns. 
Adding equations (6) and (7) yields 


(8) WW W=(X a7 Sens: X O,,— 5) 
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A 


That is, the average wage differential between females and males can be decomposed into two 
components: differences in the average value of the wage-determining characteristics 
(X ,- X evaluated according to the male returns, b ; and differences in the pay structure 
between the two sectors, (bm — b), evaluated with the female endowments of wage-determining 
characteristics, re The latter term ye. (b, -b)i is of policy interest, since it is often labelled as 
discrimination eens it reflects the pure wage | diference between females and males with the 
same endowments of wage-determining characteristics. The first term, ( xX m1 - YX dp is of 
different policy interest, since it reflects differences in the endowments of wage-determining 
characteristics—for example, differences in their levels of education or occupational distribution. 
Many of these endowments are subject to a degree of policy influence. 


The above decomposition could be done in alternative ways, for example, by recasting 
Equation 5 as the hypothetical wage that males would receive if they were paid according to 
female pay structure. This would yield an alternative decomposition of Equation 8, whereby the 
differences in the characteristics would be evaluated according to the female wage structure, and 
the differences in the returns would be evaluated using the mean values of the male characteristics 
as weights. The decomposition outlined above, however, is preferred because the policy issue is 
usually discussed with an eye to ensuring that female workers are paid the same as comparable 
male workers. That is, the male wage structure is the norm for comparison purposes. 


This decomposition is a partial equilibrium analysis in that it assumes that the male wage 
structure would not change if females were given the same pay structure. Obviously, if such a 
restructuring of pay occurred en masse, the male pay itself would be affected, and a more general 
equilibrium analysis would be required to determine the ultimate impact. 
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Aprennix 5.3 
Variabce Derinitions, 1990 Specirication 


Variable 
Age 


Age 
Age squared 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No degree, certificate or diploma 

High school graduate 

Trade certificate or diploma 

Other non-university certificate 

University diploma below bachelor level 

Bachelor’s degree(s) 

University degree above bachelor’s 

Degree in medicine, dentistry, veterinary medicine or optometry 
Master’s degree(s) 

Doctoral degree 


Marital status 


Never married, single 
Common law 

Married 

Separated 

Widowed 

Divorced 


Languages known 


English only 

French only 

Both English and French 

Neither English nor French 

No non-official languages known 
Some non-official languages known 


Immigrant status 


Non-immigrant 
Immigrant 


Visible minority status 


Not visible minority 
Visible minority 


Aboriginal origins 


Non-Aboriginal 
Aboriginal 
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Field 


28; 45 
28: 45 


Code 


years 
years squared 
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AppenbIx 5.3 (CONTINUED) 


Variable Derinitions, 1990 Specirication 


Variable 
Full-time or part-time status 


‘Part-time, <30 hours per week 
Full-time, 30 hours or more per week 


Full-year or part-year status 


Part-year, <49 weeks per year 
Full-year, 49-52 weeks per year 


Non-labour market income 


Paid worker 

Self-employed, incorporated 

Self-employed, no paid help, unincorporated 
Self-employed with paid help, incorporated 


Province 


Ontario 
Newfoundland 
Prince Edward Island 
Nova Scotia 

New Brunswick 
Quebec 

Manitoba 
Saskatchewan 
Alberta 

British Columbia 
Yukon and Northwest Territories 


Census area 


Non-census metropolitan area 
Toronto 

Montréal 

Vancouver 

Other census metropolitan area 


Occupation 


Sales and Service Occupations | 
Senior Managers 

Middle and Other Managers 
Professionals 

Semi-professionals and Technicians 
Supervisors 

Foremen/Forewomen 
Administrative and Senior Clerical Occupations 
Sales and Service Occupations III 
Skilled Crafts and Trades 

Clerical Occupations 

Sales and Service Occupations || 
Semi-skilled Manual Workers 

Other Manual Workers 
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Field 
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91 
91 
91 
91 
91 
91 
91 
91 
91 
91 
91 
91 
91 
91 


Code 


worm 


999 
933 
462 
535 
All other 
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ApPENDIX 5.3 (CONCLUDED) 
Varias_e Derinitions, 1990 SpeciFication 


Variable Field Code 
Industry 

Retail Trade 94 8 
Other Primary 94 2 
Manufacturing 94 3 
Construction 94 4 
Transportation and Storage 94 5 
Communication and Other Utilities 94 6 
Wholesale Trade 94 if 
Finance, Insurance and Real Estate 94 9 
Business Services 94 10 
Federal Government Services 94 11 
Other Government Services 94 12 
Educational Services 94 13 
Health and Social Services 94 14 
Accommodation, Food and Beverage Services 94 15 


Other Services 94 16 


Notes: The reference variables appear in bold, unshaded type. 


For Sales and Services Occupations, the three levels shown in roman numerals denote skill levels; Level III is 
highest. 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


Appenpix 5.4 
VariABLe DeFinitions, Common Specirication, 1970, 1980, 1990 Censuses 


1970 1980 1990 
Variable Field Code Field Code Field Code 
Age 10 years 17 years 15 years 
Age? 10 years? 17 years? 15 years? 
Vocational training 
No vocational training 22 0 48 0,1 74 1 
Vocational training 22 132 48 anf 74 vis 
Degree, certificate or diploma 
No high school diploma 20 1-5 49 1 75 1 
High school graduate 20 6,7 49 2 m5 2 
Some postsecondary 20 8,9 49 SAD 75 3,4,5 
Bachelor's degree 20 10 49 6 75 6 
Postbachelor’s 20 11 49 7 75 7 
Postgraduate degree 20 12 49 8,9, 10 75 8,9, 10 
Marital status 
Single 8 | 21 4 18 4 
Married 8 2 21 2 18 2 
Separated, widowed, divorced 8 3,4,5 21 30s | 18 Bunt 
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Appenpix 5.4 (coNcLUDED) 
VarRIABLE Derinitions, Common Specirication, 1970, 1980, 1990 Censuses 


1970 1980 1990 
. Variable Field Code Field Code Field Code 

Languages known 
English only 18 1 53 1 51 1 
French only 18 2 53 2 51 2 
English and French 18 3 53 3 51 3 
Neither English nor French 18 4 53 4 51 4 
Immigrant status 
Non-immigrant 12 0 57 0 23 1 
Immigrant 12 ee) Ly 1-13 23 2 
Province 
Atlantic provinces 1 10-13 1 10-13 1 10-13 
Quebec 1 24 1 24 1 24 
Ontario 1 35 1 35 1 35 
Prairie provinces 1 46-48 1 46-48 1 46-48 
British Columbia 1 59 1 59 1 59 
Hours worked per week 
35-39 a 4 32 35-39 88 35-39 
40-44 32 5 32 40-44 88 40-44 
Occupation 
Clerical Occupations 34 8 38 7 93 7 
Managerial, Administrative and 

Related Occupations 34 1 38 1 93 1 
Occupations in Natural Sciences, 

Engineering and Mathematics 34 2 38 2 93 2 
Occupations in Social Sciences 

and Related Fields 34 3 38 3 93 3 
Teaching and Related Occupations 34 5 38 4 93 4 
Occupations in Medicine and Health 34 6 38 5 93 5 
Artistic, Literary, Recreational and 

Related Occupations 34 if 38 6 93 6 
Sales Occupations 34 9 38 8 93 8 
Service Occupations 34 10 38 9 93 9 
Processing Occupations 34 13 38 12 93 12 
Product Fabricating, Assembling and 

Repairing Occupations 34 14 38 13 93 13 
Transport Equipment Operating Occupations 34 16 38 15 93 15 
Industry sector 
Government 33 11 40 18 95 iidpiti2 
Manufacturing 33 5 40 3 95 3 
Transportation, Communications 

and Utilities 33 ih 40 3, Ont 95 5, 6 
Trade 33 8 40 8,9 95 7,8 
Finance, Insurance and Real Estate 33 9 40 10 95 9 
Community, Business and Personal Services 33 10 40 11-17 95 10, 13-16 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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Appennix 5.5 
t Statistics, 1990 Specirication 


Variable Female Male 
Age 

15-24 a) a 
25-34 30:81, 97 31.88 
35-44 35.86 41.93 
45-54 33.37 43.69 
55-64 25.90 32.11 


65+ 6.56 8.66 
Vocational training 


No vocational training - AS 
Vocational training 0.60 -3.99 


Degree, certificate or diploma ae 


No degree, certificate or diploma 


High school graduate 16.45 17.75 
Trade certificate or diploma 7.14 12.06 
Other non-university certificate 11.60 14.26 
University diploma below bachelor level 15.67 10.43 
Bachelor’s degree(s) 27.04 27.66 
University degree above bachelor’s 17.32 16.11 
Degree in medicine, dentistry, veterinary medicine or optometry 17.28 ei ard 
Master’s degree(s) 20.92 25.05 
Doctoral degree 10.68 19.33 


Marital status 


Never married, single 


Common law 8.66 15.34 
Married 9.14 34.42 
Separated 4.85 11.40 
Widowed 4.76 4.90 
Divorced ol 10.69 
Languages known 

English only ie ms 
French only -2.69 —4.83 
Both English and French 0.86 0.04 
Neither English nor French —4.58 —2.69 
No non-official languages =e 3a 
Some non-official languages -2.03 -4.69 
Immigrant status 


Non-immigrant ie a 
Immigrant -2.74 -4.07 


Visible minority status 


Not visible minority & an 
Visible minority -6.82 -15.92 


Aboriginal origins 


Non-Aboriginal Af = 
Aboriginal -3.66 -7.38 
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APPENDIX 5.5 (CONTINUED) 
t Statistics, 1990 Specirication 


‘Variable 
Full-year or part-year status 


Part-year, <49 weeks per year 
Full-year, 49-52 weeks per year 


Full-time or part-time status 


Part-time, <30 hours per week 
Full-time, 30 hours or more per week 


Class of worker 


Paid worker 

Self-employed, incorporated 

Self-employed, no paid help, unincorporated 
Self-employed with paid help, incorporated 


Province © 


Ontario 
Newfoundland 
Prince Edward Island 
Nova Scotia 

New Brunswick 
Quebec 

Manitoba 
Saskatchewan 
Alberta 

British Columbia 
Yukon and Northwest Territories 


Census area 


Non-census metropolitan area 
Toronto 

Montréal 

Vancouver 

Other census metropolitan area 


Occupation 


Sales and Service Level | 

Senior Managers 

Middle and Other Managers 
Professionals 

Semi-professionals and Technicians 
Supervisors 

Foremen/Forewomen 


Administrative and Senior Clerical Occupations 


Sales and Service Level III 
Skilled Crafts and Trades 
Clerical Occupations 

Sales and Service Level II 
Semi-skilled Manual Workers 
Other Manual Workers 
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Female 


-11.90 


90.23 


-1.57 
-25.64 
-5 45 


-0.43 

0.10 
-5.95 
-4.49 
-2.05 
-4.00 
-4.15 
-0.14 

2.34 

9.13 


19.52 
7.93 
6.79 
9.61 


12.01 
23.75 
30.69 
12.34 
12.91 

3.24 
14.74 

9.34 
Palle 

9.96 
-2.60 
-0.95 
-4.41 


-14.86 


71.48 


~13,22 
-27.90 
-9.01 


-4.00 
-3.59 
-8.64 
-6.87 
-2.53 
-7.80 
-7.86 
-2.03 

3.43 

3.87 


16.11 
5.18 
5.19 
9.67 


29.01 
31.66 
29.71 
15.61 
10.58 
16.49 

9.81 
17.53 
18.21 

2.53 
12.86 
10.15 

3.21 


ApPENDIX 5.5 (CONCLUDED) 


t Statistics, 1990 Specirication 


Variable 
Industry 


Retail Trade 

Other Primary 
Manufacturing 
Construction 
Transportation and Storage 


Communication and Other Utilities 


Wholesale Trade 


Finance, Insurance and Real Estate 


Business Services 

Federal Government Services 
Other Government Services 
Educational Services 

Health and Social Services 


Accommodation, Food and Beverage Services 


Other Services 


Notes: The reference variables appear in bold, unshaded type. 


Female 


11.49 
13.62 

7.89 
11.04 
ier 

8.55 
14.56 

9.33 
18.13 
12.70 

8.76 
16.16 
=7.53 
Soon 


27.90 
24.64 
18.53 
20.20 
23.34 
14.03 
14.51 
18.09 
19.44 
17.37 
10.24 
6.20 
=15:19 
-3.90 


For Sales and Services Occupations, the three levels shown in roman numerals denote skill levels; Level III is 


highest. 
figures not available 
figures not applicable 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


Apprennix 5.6 


t Statistics, Earnincs Recressions, 1970, 1980, 1990 (DEPENDENT VariaBLe, 


Loc Annuat Earnines) 


Variable 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No high school diploma 
High school graduate 
Some postsecondary 
Bachelor's degree 
Post-bachelor’s 
Postgraduate degree 


1970 
Female Male 
17.71 20.03 
2184 31.27 
20.69 30.15 
1774 22.82 
6.97 9.44 
7.81 9.23 
1274 15.34 
13.31 14.72 
117 28.23 
2.38 3.76 
20.69 32.59 


Female 


32.19 
39.91 
36.01 
30.87 

5.63 


5.26 


12.69 
14.67 
28.48 
eral 
26.98 


1980 
Male 


33.92 
50.65 
51.64 
40.26 

9.10 


-5.60 


21.29 
18.43 
38.11 
24.82 
41.88 


Female 


27.37 
37.57 
36.71 
28.93 

8.72 


~2.20 


11.28 
13.00 
31.02 
21.01 
31.55 
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1990 


29.11 
42.42 
47.43 
37.87 
10.36 


-4.77 


14.68 
17.69 
33.79 
20.81 
37.17 


Appenpix 5.6 (CONTINUED) 


t Statistics, Earnincs Regressions, 1970, 1980, 1990 (DerenpeNT VarIABLE, 


Loc Annuat Earnincs) 


Variable 
Marital status 


Single 
Married 
Separated, widowed, divorced 


Languages known 


English only 

French only 

English and French 
Neither English nor French 


Immigrant status 


Non-immigrant 
Immigrant 


Province 


Atlantic provinces 
Quebec 

Ontario 

Prairies 

British Columbia 


Hours worked per week 


35-39 
40-44 


Occupation 


Clerical Occupations 

Managerial, Administrative and 
Related Occupations 

Occupations in Natural Sciences, 
Engineering and Mathematics 

Occupations in Social Sciences and 
Related Fields 

Teaching and Related Occupations 

Occupations in Medicine and Health 

Artistic, Literary, Recreational and 
Related Occupations 

Sales Occupations 

Service Occupations 

Processing Occupations 

Product Fabricating, Assembling and 
Repairing Occupations 

Transport Equipment Operating 
Occupations 


1970 
Female Male 
5.02 18.73 
~2.93 8.87 
5.46  -10.15 
085 2.21 
2 Wms 
“440 -8.01 
11.74 9.67 
1469 14.14 
5.29 3.35 
1056 12.40 
-448  -3.23 
12.03 28.50 
474 17.24 
6.88 6.41 
19.40 10.84 
13.61 3 61 
5.24 6.89 
276 bunds 
~11.01 1.01 
-0.10 6.17 
~9.29 6.83 
214 0.40 


Female 


-1.98 
0.40 


-7.79 
0.65 
-6 80 


-7.10 


18.59 
17.54 
17.06 
23.19 


-4.49 


34.21 
16.31 
10.60 
32.28 
30.87 
9.65 
ell 
-20.38 
0.15 
-11.83 


1.14 
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1980 
Male 


32.64 
12.30 


-9.93 
-0.73 
“9.76 


~10.68 


12.43 
18.20 
16.33 
27.83 


~1.84 


45.86 
28.92 
11.25 
25.07 

7.59 

5.18 
20.07 

1.06 
14.23 
10.41 


4.24 


Female 


-0.07 
1.96 


6.22 
1.26 
~6.28 


“645 


7.31 
16.81 
6.35 
11.05 


1.91 


36.74 
20.49 
10.22 
27.01 
26.74 
5.09 
5.91 
10.00 
-0.63 
=7.20 


0.74 


1990 


29.96 
12.37 


-8.96 
0.25 
-8.12 


~11.18 


6.73 
16.97 
5.71 
13.89 


3.52 


36.83 
27.07 
8.03 
22.32 
10.19 
6.54 
13.77 
3.08 
9.35 
9.62 


3.02 


ApPENDIX 5.6 (CONCLUDED) 


t Statistics, Earnines Recressions, 1970, 1980, 1990 (DePenpenT VARIABLE, 
Loc oF ANNUAL EARNINGS) 


1970 1980 1990 

Variable Female Male ‘Female Male Female Male 
Industry sector 
Government Et a es an a a 
Manufacturing -6.92 -3.69 -10.61 -4.62 -11.96 -6.61 
Transportation, Communications 

and Utilities —0.33 2.70 3.32 6.63 1.73 0.44 
Trade =~ -12.64 -11.73 —25.53 -19.47 -29.89 -21.53 
Finance, Insurance, Real Estate - 9.76 -5.78 -9.72 -5.33 -13.41 -8.12 
Community, Business and Personal 

Services -11.43 -18.95 -18.33 -27.54 -21.02 -28.03 
Intercept 591.48 608.21 897.90 901.56 709.51 654.69 


Notes: The reference categories for categorical variables are indicated in bold, unshaded type. Variables are statistically 
significant at the 0.01 and 0.05 level when their tstatistics, respectively, are greater than 2.58 and 1.96 based 
on two-tailed tests. 


figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981 and 1991. 
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CHAPTER 


Occupational DistRIBUTION 


Membership in an occupation has its privileges, in the form of monetary rewards as well as non- 
monetary rewards, such as prestige. So the occupational distribution of women in the labour force 
is important because of the prestige found in some occupations, as well as monetary 
considerations. 


Women’s and men’s different occupational distributions are an important factor in the 
earnings gap. In fact, such differences are regarded as greater determinants of the gap than are 
wage differences within the same narrowly defined occupation, especially within the same 
establishment (Gunderson 1989, p. 51). 


For that and other reasons, legislative initiatives such as equal employment opportunity 
legislation and employment equity are thought to have more potential to narrow the pay gap than 
would equal pay legislation requiring equal pay for substantially similar work within the same 
establishment. Similarly, pay equity legislation (that is, comparable worth or equal pay for work 
of equal value) is thought to have more potential than conventional equal pay legislation precisely 
because pay equity can deal with the pay differences that arise between female-dominated and 
male-dominated occupations. 


Women’s and men’s occupational distribution is also of policy interest because it can be 
influenced by other factors and decisions. Some of these may be controlled, or at least influenced, 
by public policies. Streaming in educational institutions, for example, may influence whether 
women become doctors or nurses, executives or secretaries, scientists or lab technicians. Family 
responsibilities, especially those associated with child care, may influence occupational 
“choices.” Nursing and teaching, for example, have often been regarded as extension of the 
nurturing and caring role women often play in the household. 
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Phrases such as “occupational segregation” and “pink-collar ghetto” are often applied to 
female-dominated lower-paid jobs. “Non-traditional employment” is used to describe (usually 
blue-collar) jobs that are predominantly occupied by men, but that women are moving into. 
“Glass ceilings” are barriers to upward mobility that are invisible, but nevertheless stop upward 
progress. Phrases such as “mommy track” are used to describe a parallel track of work that tends 
to require less time and commitment to a job as would, presumably, the “daddy track.” 


In many cases, being segregated or even directed into particular jobs early in one’s career can 
set a lifetime pattern. Some jobs are “dead end,” offering little training or opportunities for 
upward mobility. They are often boring and routine, and induce workers into boring and routine 
work habits that push them in a downward productivity spiral. Initial conditions and starting 
points matter in the labour market, just as in other aspects of behaviour. 


Clearly, the variety of phrases used to describe women’s occupational distribution highlight 
the considerable attention the issue receives in policy circles and the popular media. 


6.1 SOME BASIC CONCEPTS 


In this chapter, women’s and men’s occupational distribution are compared using data from the 
1991 Census. Historical comparisons are also provided based on the 1971, 1981 and 1991 
Censuses,' with particular emphasis on whether the women’s occupational distribution has 
converged towards men’s. 


Two basic concepts are used. The first is the occupational distributions of the female and 


“male work forces; that is, how the total female and male work forces respectively are divided up 


across different occupations. The distributions sum to 100% of the work force. 


The second concept is the proportion of the work force of each occupation that is female or 
male. This is the gender composition, or incidence of females or males in each occupation. This 
concept is used in pay equity legislation, for example, when the pay in “female-dominated” 
occupations is compared with the pay of “male-dominated” occupations of the same value, where 
value is determined by job evaluation systems. Gender dominance is often defined as 70% or 
more of one gender in a particular occupation (Gunderson and Weiner 1990, p.125). 


Both concepts are useful; they highlight different but related phenomena. The distribution 
concept, for example, highlights where large portions of, say, the female labour force may work. 
This could occur because those occupations are predominantly female, or because they are such 
large occupation groups, whether female- or male-dominated, that they involve a large portion of 
the female work force. Conversely, an occupation could be predominantly or even exclusively 
female, yet employ only a small fraction of the female work force, simply because it is a small 
occupation group that employs few people. 


Both the incidence and distribution concepts will be used and illustrated throughout the 
chapter. The occupation categorizations are based on the experienced labour force—a concept 
that excludes those who have never worked or who have not worked over the previous six 
months. The purpose of these exclusions is to assign an occupation only to those who have a 
current usual occupation. 


Two different sets of occupational codes are used.’ The first is the 1971 Occupational 
Classification. This series has the virtue of being available for the 1971, 1981 and 1991 Censuses, 
and hence can be used for the historical comparisons across those years. Because it was 
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structured from occupations that were common in 1971, however, it may not capture all of the 
newer occupations that have emerged since then. 


_ The second series is the 1991 Standard Occupational Classification. This is a more recent 
series, and hence reflects many of the newer occupations. However, it was not coded for the 1971 
Census, so it cannot be used in the historical comparisons. Therefore, the 1971 Occupational 
« Classification codes are used for the historical comparisons, and the 1991 Standard Occupational 
Classification codes are used for the 1991 Census. Trade-offs must be made between historical 
continuity and current relevance. 


A summary measure of the differences in the distribution of the female and male work forces 
is provided by the Index of Occupational Dissimilarity (Duncan and Duncan 1955). This number 
is the proportion of the total work force, female and male, that would have to change occupations 
for the female and male work forces to be distributed in the same fashion across all occupation 
groups. It is calculated as half of the average of the absolute differences between the male and 
female occupation distributions. The absolute differences are given in the subsequent tables that 
give the female and male distributions. 


6.2 1991 CENSUS 


6.2.1 Occupational distribution 


About half the proportion of the female work force compared with the male work force was in 
Management Occupations in 1991 (see Table 6.1)—about 6% compared with about 12% of the 
male work force. The relative disparity is greatest at the higher end, among senior management 
and specialist managers. The distributions are similar for Managers in Retail Trade, Food and 
Accommodation Services. 


TaBLe 6.1 

Occupationat DistRiBUTION OF EXPERIENCED Lasour Force, 10 Broap OccupaTioNAL CaTEGories 
AND 47 Masor Groups, 1991 Stanparo Occupational CLassiFicatioN, PERCENTAGE OF 
EXPERIENCED Lasour Force In Each Occupation, 1991 


Female Male Absolute 
Broad Categories and Major Groups % % difference % 
Management Occupations 6.41 12.43 6.02 
Senior Management Occupations 0.37 1.47 1.10 
Specialist Managers 1.28 2.89 1.61 
Managers in Retail Trade, Food and Accommodation Services 2.84 3.74 0.90 
Other Managers Not Elsewhere Classified 1.91 4.33 2.42 
Business, Finance and Administrative Occupations 31.62 9.05 22.57 
Professional Occupations in Business and Finance lil 1.58 0.27 
Finance and Insurance Administrative Occupations 2.09 0.51 1.58 
Secretaries 7.91 0.09 7.82 
Administrative and Regulatory Occupations 1.96 0.80 1.16 
Clerical Supervisors 1.00 0.57 0.43 
Clerical Occupations 17.34 5.50 11.84 
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TaBLE 6.1 (CONTINUED) 


Occupationat Distripution oF EXPERIENCED Lasour Force, 10 Broap Occupational CaTeGorIEs 


ano 47 Mavor Groups, 1991 Stanparp Occupational CLASSIFICATION, PERCENTAGE OF 
Experienced Lasour Force in Each Occupation, 1991 


Female Male Absolute 

Broad Categories and Major Groups % % difference % 
Natural and Applied Sciences and Related Occupations 1.79 7.09 5.30 
Professional Occupations in Natural and Applied Science 1.01 3.62 2.61 
Technical Occupations Related to Natural and Applied Science 0.78 3.48 2.70 
Health Occupations 8.70 1.90 6.80 
Professional Occupations in Health . 0.83 0.92 0.09 
Nurse Supervisors and Registered Nurses 3.71 0.16 3.55 
Technicians and Related Occupations in Health 2.07 0.50 1.57 
Assisting Occupations in Support of Health Services 2.09 0.31 1.78 
Occupations in Social Science, Education, Government 

Service and Religion 8.30 4.95 3.35 
Judges, Lawyers, Psychologists, Social Workers, Ministers 

of Religion, and Policy and Program Officers 1s 1.69 0.06 
Teachers and Professors 5.19 2.78 2.41 
Paralegals, Social Services Workers and Occupations in 

Education and Religion Not Elsewhere Classified 1.36 0.48 0.88 
Occupations in Art, Culture, Recreation and Sports 2.83 2.00 0.83 
Professional Occupations in Art and Culture 1.24 0.83 0.41 
Technical Occupations in Art, Culture, Recreation and Sport 1.59 WelltA 0.42 
Sales and Service Occupations 30.45 19.56 10.89 
Sales and Service Supervisors 0.70 0.56 0.14 
Wholesale, Technical, Insurance, Real Estate Sales Specialists 

and Retail, Wholesale and Grain Buyers 1:73 3.12 1.39 
Retail Salespersons and Sales Clerks 5.76 2.92 2.84 
Cashiers 3.38 0.36 3.02 
Chefs and Cooks 1.47 ils!) 0.14 
Occupations in Food and Beverage Service 3.42 0.79 2.63 
Occupations in Protective Services 0.59 2.89 2.30 
Occupations in Travel and Accommodation, Including 

Attendants in Recreation and Sport 0.87 0.50 0.37 
Childcare and Home Support Workers 4.02 0.17 3.85 
Other Sales and Service Occupations Not Elsewhere Classified 8.49 6.93 1.58 
Trades, Transport and Equipment Operators and Related Occupations 2.20 26.27 24.07 
Contractors and Supervisors in Trades and Transportation 0.12 2.65 2.53 
Construction Trades 0.13 4.08 3.95 
Stationary Engineers, Power Station Operators and Electrical 

Trades and Telecommunications Occupations 0.09 2.08 1.99 
Machinists, Metal Forming, Shaping and Erecting Occupations 0.06 1.31 1.25 
Mechanics 0.08 4.30 4.22 
Other Trades Not Elsewhere Classified 0.61 1.02 0.41 
Heavy Equipment and Crane Operators, Including Drillers 0.03 1.35 nee2 
Transportation Equipment Operators and Related Workers, 

Excluding Labourers 0.59 5.07 4.48 
Trades Helpers, Construction and Transportation Labourers 

and Related Occupations 0.49 4.4] 3.92 
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TABLE 6.1 (CONCLUDED) 


Occupationat DistRIBUTION OF EXPERIENCED Lasour Force, 10 Broan Occupationat CaTecorIESs 
AND 47 MaJor Groups, 1991 Stanparp Occupationat CLAssiFicATION, PERCENTAGE OF 
EXPERIENCED Lasour Force In Each Occupation, 1991 


Female Male Absolute 
“ Broad Categories and Major Groups % % difference % 
Occupations Unique to Primary Industry 2.59 7.26 4.67 
Occupations Unique to Agriculture, Excluding Labourers 2.11 4.21 2.10 
Occupations Unique to Forestry Operations, Mining, Oil and 
Gas Extraction and Fishing, Excluding Labourers 0.13 1.67 1.54 
Primary Production Labourers 0.35 1.37 1.02 
Occupations Unique to Processing, Manufacturing and Utilities 5.12 9.48 4.36 
Supervisors in Manufacturing 0.16 0.85 0.69 
Machine Operators in Manufacturing 2.68 4.89 Zi 
Assemblers in Manufacturing 0.88 lean 0.89 
Labourers in Processing, Manufacturing and Utilities 1.40 1.98 0.58 
Total % distribution, experienced labour force (rounded) 100.0 100.0 
Total numbers of experienced labour force 6,830,990 7,839,245 
Index of Occupational Dissimilarity, 10 Broad Occupation Groups ee See 44.44 
Index of Occupational Dissimilarity, 47 Major Groups at me 48.49 
Index of Occupational Dissimilarity, 139 Minor Groups oh as 53.40 
Index of Occupational Dissimilarity, 519 Unit Groups ee “ib 57.10 


Notes: Broad categories appear in bold, shaded type. 
figures not applicable 
Source: Census of Canada, 1991, special tabulations. 


A much larger portion of the female work force (32% compared with 9% of the male work 
force) worked in white-collar jobs in Business, Finance and Administrative Occupations. This 
reflects the large portion of the female work force in secretarial and clerical jobs. It also 
highlights the importance of looking at the more specific occupation groups. 


Only a small portion of the female work force worked in natural and applied sciences, while 
a larger portion (especially larger relative to males) were in health occupations. The few males in 
those occupations also tended to be in the upper echelons of the professions. A substantial portion 
of the female work force, 5%, worked as Teachers and Professors. 


Reflecting the new service economy, large portions of both the female and male work forces 
worked in Sales and Service Occupations. Almost one-third of the female work force and almost 
one-fifth of the male work force were in those jobs. As with other broad occupation groups, 
within those broad occupations females tended to work disproportionately in the lower-wage 
occupations. This is true in these Sales and Service Occupations groups: Retail Salespersons and 
Sales Clerks; Cashiers; Occupations in Food and Beverage Service; and Childcare and Home 
Support Workers. 


A large portion of the male work force, about 26%, worked in the Trades, Transport and 
Equipment Operators and Related Occupations group, compared with only 2% of the female 
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work force. Larger portions of the male work force also worked in Occupations Unique to 
Primary Industry and in Occupations Unique to Processing, Manufacturing and Utilities. 


As shown at the bottom of the table, the Index of Occupational Dissimilarity of 44 for the 10 
Broad Occupational Categories indicates that 44% of the male or female work forces would have 
had to change their broad occupation groups to ensure that the distribution of their respective 
work forces would have been the same across the broad occupation groups. That portion rises 
steadily as the occupation groups are more narrowly defined, illustrating that, when the broad 
groups are used, there are wide disparities between the distributions of female and male work 
forces within broader occupation groups. 


6.2.2 Distribution across employment equity occupations 


Again, the substantial differences in females’ and males’ occupational distributions stand out in 
Table 6.2.° 


Relative to males, females disproportionately worked in the white-collar Administrative and 
Senior Clerical group, and in the groups Sales and Service Levels I and II. Relative to females, 
males disproportionately worked in higher-level groups as Senior Manager, Middle and Other 
Managers, as Foremen, and in Skilled Crafts and Trades, Semi-skilled Manual Workers, and 
Other Manual Workers. 


TABLE 6.2 


Occupationat DistRipuTion oF Experiencep Lasour Force, 14 EmpLoyment Equity Groups 
(PERCENTAGE OF Labour Force IN Each Occupation), 1991 


Female Male Absolute 
Employment Equity Occupation Groups % % difference % 
Senior Managers 0.37 1.47 1.10 
Middle and Other Managers 6.03 10.96 4.93 
Professionals 15.04 11.57 3.47 
Semi-professionals and Technicians 5.80 5.64 0.16 
Supervisors 1.70 Wale 0.58 
Foremen/Forewomen 2.40 7.95 5.55 
Administrative and Senior Clerical Personnel 11.96 1.41 10.55 
Sales and Service Level III 4.16 4.85 0.69 
Skilled Crafts and Trades 1.02 13.60 12.58 
Clerical Personnel 17.34 5.50 11.84 
Sales and Service Level || 17.26 6.94 10.32 
Semi-Skilled Manual Workers 4.45 1S 10.86 
Sales and Service Level | 10.42 7.53 2.89 
Other Manual Workers 2.03 6.16 4.13 
Total, all Broad Occupation Groups (rounded) 100.00 100.00 cs 
Total experienced labour force 6,830,990 7,839,245 aN 
Index of Occupational Dissimilarity a “ee 39.27 

Notes: For Sales and Services Occupations, the three levels shown in roman numerals denote skill levels; Level III is 


highest. 
figures not applicable 
Source: Census of Canada, 1991, special tabulations. 
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The Index of Occupational Dissimilarity of 39 shows that almost 40% of the male or female 
work force would have had to change occupations for there to be an identical occupational 
distribution between females and males in the 14 employment equity occupation groups. This is 
slightly less than the 44% that would have had to change in the 10 broad occupation groups 
discussed previously.’ 


6.2.3 Gender dominance 


The other way to portray the occupational patterns of the female and male work forces is to 
examine the proportion of females and males in each occupation. This corresponds to the gender 
dominance concept often used in pay equity legislation to designate an occupation as female- 
dominated, male-dominated or mixed. An occupation is considered to be gender-dominated when 
a given proportion, perhaps 70% or more, of workers in that occupation are from one gender. That 
cut-off will be used here to denote an occupation as either female-dominated or male-dominated. 

Approximately 55% of the experienced labour force was male and 45% was female, as 
indicated in the last row of Table 6.3. That standard should be kept in mind when examining the 


gender dominance of particular occupations. That is, an occupation would be exactly gender- 
neutral if it were 55% male and 45% female, not 50%-50%. 


TaBLe 6.3 


PROPORTION OF FEMALES AND Mates IN EacH Occupation, 10 Broan Occupationat Catecories 
AND 47 Masor 1991 Stanparo Occupationat Ctassirication Groups, 1991 


Broad Categories and Major Groups Female Male 
Management Occupations 29.54 70.46 
Senior Management Occupations 17.10 82.90 
Specialist Managers 26.44 73.56 
Managers in Retail Trade, Food and Accommodation Services 38.24 61.76 
Other Managers Not Elsewhere Classified 26.43 TSO 
Business, Finance and Administrative Occupations 73.98 26.02 
Professional Occupations in Business and Finance 40.24 59.76 
Finance and Insurance Administrative Occupations 76.78 23.22 
Secretaries 98.56 1.44 
Administrative and Regulatory Occupations 66.66 33.34 
Clerical Supervisors 59.13 40.87 
Clerical Occupations TA9F 28.03 
Natural and Applied Sciences and Related Occupations 17.02 82.98 
Professional Occupations in Natural and Applied Science 18.48 81.52 
Technical Occupations Related to Natural and Applied Science 15.45 84.55 
Health Occupations 78.89 21.11 
Professional Occupations in Health 42.23 Dyas 
Nurse Supervisors and Registered Nurses 94.99 5.01 
Technicians and Related Occupations in Health 77.03 22.97 
Assistant Occupations in Support of Health Services 84.52 15.48 
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TaBLe 6.3 (CONTINUED) 


PROPORTION OF FEMALES AND Mates IN Each Occupation, 10 Broan Occupationat Catecories 
AND 47 Masor 1991 Stanparp Occupationat Ciassirication Groups, 1991 


Broad Categories and Major Groups Female Male 
Occupations in Social Science, Education, Government Service and Religion 57.70 42.30 
Judges, Lawyers, Psychologists, Social Workers, Ministers ‘ 

of Religion, and Policy and Program Officers 45.80 54.20 
Teachers and Professors 60.29 39.71 
Paralegals, Social Services Workers and Occupations in 

Education and Religion Not Elsewhere Classified 69.62 30.38 
Occupations in Art, Culture, Recreation and Sports 53.53 46.47 
Professional Occupations in Art and Culture’ 55.06 44.94 
Technical Occupations in Art, Culture, Recreation and Sport 52.38 47.62 
Sales and Service Occupations 55.89 44.11 
Sales and Service Supervisors 50.46 49.54 
Wholesale, Technical, Insurance, Real Estate Sales Specialists 

and Retail, Wholesale and Grain Buyers 31.12 68.88 
Retail Salespersons and Sales Clerks 61.63 38.37 
Cashiers 88.56 11.44 
Chefs and Cooks 47.34 52.66 
Occupations in Food and Beverage Service 77.87 220N8 
Occupations in Protective Services 14.33 85.67 
Occupations in Travel and Accommodation, Including 

Attendants in Recreation and Sport 58.54 41.46 
Childcare and Home Support Workers 95.15 4.85 
Other Sales and Service Occupations Not Elsewhere Classified 49.95 50.05 
Trades, Transport and Equipment Operators and Related Occupations 6.37 93.63 
Contractors and Supervisors in Trades and Transportation 3.56 96.44 
Construction Trades 2.59 97.41 
Stationary Engineers, Power Station Operators and Electrical 

Trades and Telecommunications Occupations 3.26 96.74 
Machinists, Metal Forming, Shaping and Erecting Occupations 3.60 96.40 
Mechanics 1.45 98.55 
Other Trades Not Elsewhere Classified 32.84 67.16 
Heavy Equipment and Crane Operators, Including Drillers 1.66 98.34 
Transportation Equipment Operators and Related Workers, 

Excluding Labourers 8.63 91.37 
Trades Helpers, Construction and Transportation Labourers and 

Related Occupations 8.29 91.71 
Occupations unique to Primary Industry 22.50 77.50 
Occupations unique to Agriculture, Excluding Labourers 28.97 71.03, 
Occupations unique to Forestry Operations, Mining, Oil and Gas 

Extraction and Fishing, Excluding Labourers 5.75 94.25 
Primary Production Labourers 17.29 82.71 
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TaBLe 6.3 (CONCLUDED) 


PROPORTION OF FEMALES AND Mates in Each Occupation, 10 Broan Occupationat CateGories 
AND 47 Masor 1991 Stanparp Occupationat Crassirication Groups, 1991 


Broad Categories and Major Groups Female Male 
‘Occupations unique to Processing, Manufacturing and Utilities 30.54 69.46 
Supervisors in Manufacturing 13.13 86.87 
Machine Operators in Manufacturing 30.88 69.12 
Assemblers in Manufacturing 28.73 71.27 
Labourers in Processing, Manufacturing and Utilities 36.62 63.38 
Total, experienced labour force 44.87 55.13 


Note: Broad categories appear in bold, shaded type. 
figures not applicable 
Source: Census of Canada, 1991, special tabulations. 


Based on those criteria, Management is a male-dominated occupation; in 1991, its ranks were 
70% male and 30% female. Furthermore, the male dominance was greater (83%) in Senior 
Management Occupations. Natural and Applied Sciences and Related Occupations were also 
male-dominated; this applies to both professional and technical groups. 


Business, Finance and Administrative Occupations were female-dominated (74%). However, 
within that broad occupational category, the higher-end minor groups such as Professional 
Occupations in Business and Finance were disproportionately male, at 60% male and 40% 
female, while Secretaries occupations were heavily female-dominated (98%). Similarly, the 
Clerical Supervisor groups were more mixed (roughly 60% female and 40% male) while the 
conventional Clerical Occupations were female-dominated (72%). 


The broad Health Occupations were also female-dominated at almost 80%; this dominance 
was strongest in groups such as Nurse Supervisors and Registered Nurses (95%) and Assistant 
Occupations in Support of Health Services (85%). The Professional Occupations in Health group 
was disproportionately male (58%). 


Occupations in the Social Science, Education, Government Service and Religion group were 
more mixed at 58% female and 42% male at the broad level, and this applies to the major sub- 
groups. Although not shown in this table, an examination at the more disaggregate occupation 
levels (the 81 Minor Groups and 496 Unit Groups) shows considerable gender dominance within 
the more narrowly defined groups. For example, the Unit Group of Judges was 85% male- 
dominated, while Social Workers was 74% female-dominated. Similarly, the Occupation Group 
University Professors was 72% male, while Elementary School and Kindergarten Teachers was 
82% female. 


Sales and Service Occupations were mixed at the broad aggregate level, but again, within 
those Broad Groups, gender dominance was more common. For example, the occupation 
Cashiers was 89% female-dominated, Childcare and Home Support Workers was 95% female- 
dominated, and Occupations in Protective Services were 86% male-dominated. 


The remaining broad occupation categories were male-dominated. This also tends to apply at 
the more disaggregate level of the 47 Major Standard Occupational Classification groups. Trades, 
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Transport and Equipment Operators and Related Occupations was 94% male-dominated, 
Occupations Unique to Primary Industry was 78% male-dominated, and Occupations Unique to 
Processing, Manufacturing and Utilities was marginally male-dominated at 69%. 


Clearly, there is considerable gender dominance in particular occupations in the Canadian 
work force. Furthermore, that dominance is often masked at the broader occupation level, when 
sub-groups that are male-dominated average out with sub-groups that are female-dominated to 
yield what appears to be a mixed occupational group. 


6.3 EMPLOYMENT EQUITY GROUPS 


Of the 14 employment equity occupation groups’ shown in Table 6.4, six were male-dominated 
(Senior Managers, Middle and Other Managers, Foremen/Forewomen, Skilled Crafts and Trades, 
Semi-skilled Manual Workers, and Other Manual Workers), two were female-dominated 
(Administrative and Senior Clerical Occupations, and Clerical Occupations), and the remaining 
six were mixed. Sales and Service Level II was close to female-dominated at 67%. 


TABLE 6.4 

Proportion oF Mates AND Femates IN Each Occupation, 14 Empcoyment Equity Groups, 1991 
Employment Equity Occupation Groups Female Male 
Senior Managers 17.10 82.90 
Middle and Other Managers 30.94 69.06 
Professionals 51.40 48.60 
Semi-professionals and Technicians 45.58 54.42 
Supervisors 59.25 44.75 
Foremen/Forewomen 19.72 80.28 
Administrative and Senior Clerical Occupations 87.37 12.63 
Sales and Service Level III 41.14 58.86 
Skilled Crafts and Trades 5.78 94.22 
Clerical Occupations TAQ 28.03 
Sales and Service Level II 66.93 33.07 
Semi-skilled Manual Workers 19.14 80.86 
Sales and Service Level | 52.98 47.02 
Other Manual Workers 21.19 78.82 
Total experienced labour force 44.87 59.13 


Note: For Sales and Services Occupations, the three levels shown in roman numerals denote skill levels; Level III is 
highest. 


Source: Census of Canada, 1991, special tabulations. 


6.4 LARGEST OCCUPATIONS OF THE FEMALE WORK FORCE, 1991 


Table 6.5 shows the nine largest occupations of the female work force, ranked in descending 
order according to their percentage of the female work force (Column 1). As indicated by the 
cumulative entry of Column 2, these nine occupations, which constitute less than 20% of the 47 
Major Occupation Groups, accounted for almost 60% of the female work force. Most of those 
occupations were at least 70% female-dominated (Column 3). 
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Taste 6.5 


Larcest Occupations oF FemaLe Work Force (Base on 47 Masor Stanoarp Occupational 
CLASSIFICATION Groups, 1991 SOC), 1991 


% Of Cumulative % female 
| female % of female in 
Major Groups work force work force occupation 
EAMES IMD, pmcrene es a phere rene erento. epeerenern Oy 
Clerical Occupations 17.34 17.29 71.97 
Other Sales and Service Occupations Not Elsewhere Classified 8.49 25.87 49.95 
Secretaries 7.91 33.74 98.56 
Retail Salespersons and Sales Clerks 5.76 39.55 61.63 
Teachers and Professors 5.19 44.71 60.29 
Childcare and Home Support Workers 4.02 48.76 95.15 
Nurse Supervisors and Registered Nurses 7A 52.45 94.99 
Occupations in Food and Beverage Services 3.42 55.92 77.87 
Cashiers 3.38 59.35 88.56 


Sources: Column 1 from Table 6.1; Column 2 calculated from Column 1; Column 3 from Table 6.3. 


Almost two-thirds of the female work force was clustered into one-fifth of the Major 
Occupation Groups, most of which were female-dominated. As well, many of the occupations 
would typically be ranked at the lower end of the occupation distribution. Clearly, much of the 
female work force remains clustered in what are often traditionally labelled female jobs—clerks, 
secretaries, sales and service workers, teachers, child care workers, nurses and cashiers. 


6.5 CHANGES OVER TIME, 1971, 1981, 1991 


6.5.1 Indices of Occupational Dissimilarity 


Is this occupational clustering declining or increasing over time? Figure 6.1 illustrates the Index 
of Occupational Dissimilarity® for the three census years and for three Standard Occupational 
Classification occupation levels. 


Over time, occupational dissimilarity has slowly fallen. The decline was faster over the 1980s. 
The level of occupational dissimilarity is always greater at the most disaggregated level—the 496 
unit groups—treflecting the dissimilarity that can prevail in the more aggregated groups. In the 23 
Major Groups, there may be less occupational dissimilarity. This is because males who are 
clustered in one of the minor or unit groups within a major group may average out a cluster of 
females in a different minor or unit group within the same major group. 


Among the disaggregate 496 unit groups, in 1971, 62% of females or males would have had 
to change occupations for there to be an identical occupation distribution between the sexes. By 
1981, 59% would have had to change, and by 1991, less than 52% would have had to change. 
However, despite the clear decline in occupational segregation, especially over the 1980s, 
considerable differences remain in women’s and men’s occupational distribution. 
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Figure 6.1 


Inpices oF Occupationat Dissimiarity, Basep on 1971 OccupaTiONAL CLASSIFICATION, 
1971, 1981 ano 1991 


Index of occupational dissimilarity 


@ 23 Major groups 
O83 Minor groups 


96 Unit groups 


Source: Calculations described in text based on data from Census of Canada, 1971, 1981, and 1991. 


6.6 OCCUPATIONAL DISTRIBUTIONS, 1971, 1981, 1991 


The proportion of the female work force in Managerial, Administrative and Related Occupations’ 
grew steadily from only 2% of the female work force in 1971 to 4% in 1981 and nearly 8% in 
1991 (see Table 6.6). This represents a near-quadrupling of the distribution of the female work 
force in those higher-level groups over that period. Some of this is the result of an increase in the 
portion of the total work force classified in that group; males doubled the proportion of their work 
force in that occupation over the same period. But because of the steeper growth, by 1991 the 
female distribution neared the male distribution of just under 10%. 


Some of this, in turn, may reflect a change in organizational classifications, especially in 
female-dominated jobs. For example, with downsizing and growing numbers of casual workers 
in retail sales, the remaining full-time regular employees may have been reclassified as 
managerial. 
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TaBLe 6.6 


Occurationat DistrisuTion oF EXPERIENCED Lasour Force, 23 Masor Occurationat Groups, 
Basep on 1971 Occupationat Crassirication Manuat, PERCENTAGE OF Lasour Force In Eacu 
Occupation, 1971, 1981 ano 1991 


1971 1981 1991 
Major Groups Female Male Difference © Female Male Difference © Female Male Difference 


Managerial, Administrative 

and Related Occupations 197 6:54 SHay AN life 8:55 4.38 7.72 9.97 2.25 
Occupations in Natural 

Sciences, Engineering and 

Mathematics 0.58 3.83 3125 117 4.84 3.67 1.81 5.81 4.00 


Occupations in Social 
Sciences and 


Related Fields 1.00 0.87 0.13 2.04 1.25 0.79 2:9 Dee 6)1 1.41 
Occupations in Religion Oye Okie 0.22 OG. Oe 0.16 0.10 0.31 0.21 
Teaching and Related 

Occupations 7.13 = 2.44 4.69 5.99 2.77 3.22 6.04 2.77 3.27 
Occupations in Medicine 

and Health 8.20 1.48 6.72 8:31) 11:62 6.69 8.67 1.86 6.80 
Artistic, Literary, Recreational 

and Related Occupations 0.74 = 1.08 0.29 Maske alles) 0.04 Uae) LO 0.04 
Clerical and Related 

Occupations Siem Als; 24.10 35.08 6.82 28.26 30.31 6.86 23.45 
Sales Occupations 8.37 10.02 1.65 9.63 9.49 0.14 10.02 10.03 0.01 


Service Occupations ISIS} seit AL 5.92 15.42 9.55 5.87 15.82 10.24 5.59 


Farming, Horticulture and 
Animal Husbandry 
Occupations SO Als 3.54 Dee TX} 3.39 2.24 488 2.64 


Fishing, Hunting, Trapping 
and Related Occupations 0.02 0.47 0.45 O05 0lo 0.48 0.10 0.52 0.42 


Forestry and Logging 

Occupations 0.05 1.16 1.14 Oe rtO7 0.96 0.10 0.92 0.82 
Mining and Quarrying, 

Including Oil and Gas 

Field Occupations 0.01 1.04 1.03 0.03 1.03 1.00 0.03 0.78 0.75 
Processing Occupations 2.01 4.86 2.85 ZuGF S754 2.98 MEOH RRR Ost 2.16 
Machining and Related 

Occupations 0.46 4.01 8.55 0.43 4.00 3.57 0.26 3.08 2.82 
Product Fabricating, 

Assembling and Repair 

Occupations D0 mu o.00 3.48 4.67 9.84 Omit 2.98 8.53 550 
Construction Trades 

Occupations 0.17 9.94 9.77 0.32 10.55 10.23 0.35 10.11 9.75 
Transport Equipment 

Operating Occupations O:25m O63 5.55 0.61 5.98 BY) 0.70 5.63 4.94 


Materials Handling and 
Related Occupations Not 
Elsewhere Classified lei AP ia) Wale) | PAGE 1.50 0.78 2.10 1.32 
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TasLe 6.6 (CONCLUDED) 


Occurationat DistripuTtion oF EXPERIENCED Lasour Force, 23 Masor Occupational Groups, 
Basep on 1971 Occupationat CLassiFicaTion MANUAL, PERCENTAGE OF LaBour Force IN EACH 
Occupation, 1971, 1981 ano 1991 


1971 1981 1991 

Major Groups Female Male Difference Female Male Difference Female Male Difference 
Other Crafts and Equipment 

Operating Occupations 0.46 1.68 1.22 0.62 1.58 0.96 0.54 1.46 0.92 
Occupations Not Elsewhere 

Classified 0.73 2.58 1.85 0.64 2.07 1.43 1.08 3.21 2.13 
Occupations Not Stated 10578 Saveos: 3.40 3 O7mmeG:30 0.31 4.20 3.97 0.22 
Total 100 100 ed 100 100 a 100 100 


figures not applicable 
Source: Census of Canada, 1991, special tabulations. 


A similar upward trend occurred in the female distribution in Occupations in Natural 
Sciences, Engineering and Mathematics and in Occupations in Social Sciences and Related 
Fields. In these groups the female distribution tripled between 1971 and 1991, while the male 
distribution increased only slightly. In Occupations in Natural Sciences, Engineering and 
Mathematics, however, the gap remained wide. In 1991, less than 2% of the female work force 
worked in those occupations compared with nearly 6% of the male work force. 


There was also a substantial rise in the distribution of the female work force in non-traditional 
female jobs. These include primary occupations like Fishing, Hunting, Trapping, and Related 
Occupations, Forestry and Logging Occupations, Mining and Quarrying, Including Oil and Gas 
Field Occupations, as well as Construction Trades Occupations and Transport Equipment 
Operating Occupations. In many of these occupations, the distribution of the female work force 
doubled or tripled, although they still only accounted for a very small portion of the female work 
force. In most of these occupations the distribution of the male work force stayed constant or 
declined. 


In summary, over the 1970s and 1980s, the distribution of the female work force expanded 
most in two areas: higher-end managerial and administrative, natural science, engineering and 
mathematics occupations; and many non-traditional occupations.® Since these tend to be 
occupations that were disproportionately occupied by men, these inroads by women helped 
narrow the gap in the occupation distribution between females and males. However, since these 
occupation groups tend to be fairly small, no large changes resulted in the overall occupational 
distributions of women and men. Substantial differences remain. 
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6.7 GENDER DOMINANCE, 1971, 1981, 1991 


Since two-thirds of the Canadian work force was male in 1971 (see the first row in Table 6.7), and 
given the 70% criterion for gender dominance in an occupational group, it is fair to say that the 
whole Canadian work force was close to being male-dominated. 


TaBLe 6.7 


PROPORTION OF FEMALES AND Mates in Each Occupation, 23 Masor Occupation Groups, 
Based on 1971 Occupationat CLassiFication Manuat, 1971, 1981 ano 1991 


1971 1981 1991 

Major Groups Female Male Female Male Female Male 
Total, all occupations 34.33 65.67 40.42 59.58 44.86 55.14 
Managerial, Administrative and 

Related Occupations 15.66 84.34 24:85) 189 75115 38.65 61.35 
Occupations in Natural Sciences, 

Engineering and Mathematics 7.31 92.69 14.12 85.88 20.20 79.80 
Occupations in Social Sciences and 

Related Fields 37.35 62.65 52.51 47.49 61.11 38.89 
Occupations in Religion 15.73 84.29 26.48 73.52 21.49 78.51 
Teaching and Related Occupations 60.44 39.56 59.48 40.52 63.99 36.01 
Occupations in Medicine and Health 74.32 25.68 77.63 22.37 79.09 20.91 
Artistic, Literary, Recreational and 

Related Occupations 27.21 72.79 39.78 60.22 44 32 55.68 
Clerical and Related Occupations 68.45 355 77.72 22.28 78.24 21.76 
Sales Occupations 30.37 69.63 40.78 59.22 44.85 55.15 
Service Occupations 46.19 53.81 52.29 47.71 55.71 44.29 
Farming, Horticulture and Animal 

Husbandry Occupations 20.86 79.14 5.62 94.38 27.19 72.81 
Fishing, Hunting, Trapping and 

Related Occupations 1.93 98.07 6.26 93.74 13.21 86.79 
Forestry and Logging Occupations 2.10 97.90 2.16 97.84 8.28 91.72 
Mining and Quarrying, Including Oil 

and Gas Field Occupations 0.64 99.36 22.16 77.84 2.87 97.13 
Processing Occupations 17.79 82.21 6.81 93.19 25.77 74.23 
Machining and Related Occupations 5.68 94.32 24:37) Wahoos 6.32 93.68 
Product Fabricating, Assembling and 

Repair Occupations 23.68 76.32 2.00 98.00 ae Ne 77.88 
Construction Trades Occupations 0.90 99.10 6.48 93.52 Path 97.23 
Transport Equipment Operating Occupations 2.42 97.58 22.64 77.36 9.16 90.84 
Materials Handling and Related 
Occupations Not Elsewhere Classified 19.65 80.35 21.08 78.92 23.18 76.82 
Other Crafts and Equipment 

Operating Occupations 12.44 87.56 17.37 = 82.63 22.99 77.01 
Occupations Not Elsewhere Classified 12.96 87.04 42.58 57.42 21.48 78.52 
Occupations Not Stated 43.30 56.70 f % 46.21 53.79 


a SR SSS SS SS RS SS SS SS 


figures not available 
Source: Census of Canada, 1991, special tabulations. 
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In the 20 years following, the Canadian work force changed from a little more than one-third 
female to 45% female, reflecting the dramatic increase in women’s labour force participation. 


The increases in proportions of women in various occupations were most dramatic in the 
same fields that saw the steepest rise in female occupational distribution over the period. In 
Managerial, Administrative and Related Occupations and in Occupations in the Natural Sciences, 
Engineering and Mathematics, women more than doubled their representation. They nearly 
doubled their representation in Occupations in Social Sciences and Related Fields. The 
proportion of women also rose dramatically in a wide range of non-traditional occupations: 
Fishing, Hunting, Trapping, and Related Occupations; Forestry and Logging Occupations; 
Mining and Quarrying, Including Oil and Gas Field Occupations; Construction Trades 
Occupations, Transport Equipment Operating Occupations; and Other Crafts and Equipment 
Operating Occupations. In most of these groups, however, the increases started from a small 
female base. Thus, many of these occupations were still male-dominated in 1991. 


The occupations in which women dramatically increased their representation between 1971 
and 1991 are for the most part the same occupations where the distribution of the female work 
force also increased the most. This highlights that the changing distribution of the female work 
force mirrors their changing representation in particular occupations, not just a growth in those 
occupations from both the male and female work forces. 


6.8 SUMMARY OF OCCUPATIONAL PATTERN AND CHANGES 


Summary patterns are extremely difficult to portray, given the complicated detail in this area. 
However, the following generalizations emerge. 


Considerable differences in women’s and men’s occupational distribution prevail today. 
Relative to males, females work in disproportionate numbers in white-collar administrative and 
clerical jobs, and in sales and service jobs. Relative to females, males disproportionately work in 
higher-level, white-collar managerial jobs, as foremen in the blue-collar skilled crafts and trades, 
and as semi-skilled and other manual workers. 


Depending upon the aggregation level of the occupation group, approximately 50% of the 
male or female work force would have to change occupations for the female and male occupation 
distributions to be the same. The proportion that would have to change is somewhat higher, 57%, 
when disaggregate unit groups are used, and lower, 44%, when more aggregate broad occupations 
are used. This highlights that the broad aggregates can mask considerable dissimilarity within an 
aggregate grouping. 

There is also considerable gender dominance (that is, 70% or more of either gender) in certain 
occupations in the Canadian work force. Furthermore, that dominance is often masked at the 
broader occupation level when sub-groups that are female-dominated and sub-groups that are 
male-dominated average each other out, yielding what appears to be a mixed occupational group 
at the aggregate level. 


Almost two-thirds of the female work force is clustered into one-fifth of the Major 
Occupation Groups; most of these groups are female-dominated. As well, many of the 
occupations are ones that would typically be ranked at the lower end of the occupation 
spectrum—clerical, secretarial, sales, service and childcare workers and cashiers. Others, such as 
teaching and nursing, are often traditionally labelled female jobs. 
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Since 1971, the differences in the occupational distribution of the female and male work 
forces has narrowed. Most of the change took place in the 1980s. 


Using the disaggregate 496 unit groups, in 1971, 62% of females or males would have had to 
change occupations for the two genders to have an identical occupation distribution. By 1981, 
59% would have had to change, and by 1991, 52% would have had to change. Clearly, the 
distribution gap narrowed, especially over the 1980s. However, considerable differences remain 
in females’ and males’ occupational distributions. 


Over the 1970s and 1980s, the distribution of the female work force expanded most in two 
main areas: the higher-end managerial and administrative occupations, the natural sciences, 
engineering and mathematics; and in many non-traditional occupations. These tended to be male- 
dominated occupations, so these inroads by women helped narrow the differences in the females’ 
and males’ occupation distributions that occurred over that period. However, since these 
occupation groups tend to have relatively few workers, no large changes resulted in women’s and 
men’s occupational distributions. These differences remain substantial. 


The female work force’s continued occupational segregation highlights the potential 
importance of policies designed to reduce that occupational segregation or its effects. These 
policies include equal employment opportunity and employment equity, as well as pay equity, 
which enables comparison across different occupations. 
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ENDNOTES 


Discussions of occupational segregation in Canada in earlier periods are given in Boyd (1984, 1990, 1991), Boyd, 
Mulvihill and Myles (1991), Fox and Fox (1987), and Manley (1995). 


See Census of Canada 1991 Public Use Micro-data File, Individuals. Data Documentation, No. 48-039E. Final Edition, 
p. 130.and 134. The occupation code refers to the kind of work respondents did during the reference week—the 
week prior to enumeration day, June 4, 1991—as determined by their kind of work and the description of the most 
important duties of the job. If they did not have a job during the week prior to enumeration, the data relate to the job 
of longest duration since January 1, of the previous year—1990 for the 1991 Census. Those with two or more jobs 
were to report the information for the job at which they worked the most hours. 


. Table 6.2 is a variant of the broader occupation groups of Table 6.1. It is based on the 14 employment equity 
occupation groups that were designed to better reflect skill levels within the more conventional broad occupation 
groups. For example, the broad Standard Occupational Classification group Sales and Service Occupations is broken 
into three levels in the 14 employment equity groups. 


For employment equity purposes, this would make it more feasible to require equal female and male representation 
within each occupation group, since the tasks within groups would be more alike. It may be more reasonable to 
assume that the tasks done by females and males in, for example, Sales and Service Level | jobs are similar than to 
assume that the tasks done by females and males in the broad Sales and Service Occupations group are similar. 
One may have expected an even larger index, given that the 14 employment equity groups are more disaggregated 
than the 10 broad occupation groups. As discussed previously, the 14 employment equity groups were designed in 
part to differentiate levels within the broad occupation groups so as to make the employment equity groups more 
alike in their tasks. In such circumstances, we would expect the female and male distributions to be more alike, given 
the greater similarity of the tasks in the 14 employment equity groups. That they are not similar (that is, that the 
Index of Dissimilarity is not zero) highlights the considerable differences within the employment equity groups, even 
though they are designed to be more homogenous than are the broad groups. 


. Foracomplete listing of employment equity groups, see Human Resources Development Canada (1996) and Harvey 
and Blakely (1996). 


. As discussed above, the index gives the proportion of the female or male work force that would have to change 
occupations for both work forces to have the same occupational distribution. A smaller number indicates less 
occupational dissimilarity, and a zero indicates complete similarity. 


. The occupation groups cited in this section are from the 1971 Occupational Classification Manual. 


For a more detailed analysis of the specific issue of women in non-traditional occupations see Hughes (1995) and 
references cited therein. 
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CHAPTER 


INDUSTRIAL DisTRIBUTION 


Occupation, discussed in the previous chapter, refers to the nature of work performed—that is, 
the basic content of a job. The concept of industry, used in this chapter, refers to the type of 
economic activity of the establishment in which the individual works. The two concepts may be 
related, as when a construction worker works in the construction industry. However, they may be 
unrelated, as when a manager or a clerical worker works in the construction industry or any other 
industry. 


With respect to female and male labour market behaviour, the occupation dimension does 
attract more attention than the industry dimension. Pay equity legislation, for example, is 
designed to enable pay comparisons across female- and male-dominated occupations of equal 
value, as determined by a job evaluation procedure. Equal employment opportunity legislation 
and employment equity legislation are designed, in part, to promote women’s occupational 
advancement. The occupation dimension is important, in part, because these policies are designed 
to be applied within an organization, and an organization usually employs people in different 
occupations. 


However, an organization usually exists within a single industry. Thus, if females are 
segregated into low-paying occupations within an organization, pay equity legislation could 
require equal pay with male-dominated occupations in the organization. Equal employment 
opportunity legislation could require that they have equal opportunity for promotion to a better- 
paying occupation. Employment equity legislation could require that they be employed in certain 
occupations in accordance with their representation in the external work force. 


In contrast, if the organization were in a female-dominated, low-paying industry, none of 
those policies could improve these women’s wages or employment opportunities because of the 
industry in which they work. 
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The concept of female-dominated jobs tends to apply more to occupations (for example, 
nursing) than to industries (for example, health care) although both occupations and industries 
can be gender-dominated. “Occupational prestige” is associated with the occupational hierarchy; 
there is less of a corresponding concept of “industrial prestige.” One could be a high-paid 
professional in the agriculture industry, or a low-paid cleaner in the business finance industry. The 
prestige tends to be associated with the occupation more than the industry. 


Also, as jobs become less secure, and people feel that they have less job security with a 
particular employer, they tend to develop an identification with, and allegiance to, their 
occupation. Their skills are usually associated with their particular occupation, and can be used 
for different employers or in different industries. 


While occupation may be more important than industry for examining many aspects of 
female labour market behaviour, the industry dimension is also associated with many key 
practical and policy issues. As indicated in Chapter 5, the industry in which a person works is an 
important determinant of their earnings. This remains true even after controlling for a wide range 
of human capital and other variables that also influence earnings. 


Some industries, for example, are associated with efficiency wage premiums—premiums that 
organizations voluntarily pay to elicit positive work behaviour such as commitment, loyalty, and 
low turnover. Although efficiency wages are costly to employers, they help employers save on the 
costs of turnover, supervision and monitoring, and discipline. They are wage premiums that “pay 
for themselves.” 


The notion of “good jobs” and “bad jobs” also has an industry dimension. Good jobs are 
usually well-paid, and offer good working conditions, benefits and opportunities for occupational 
advancement. Bad jobs have the opposite characteristics, and often perpetuate the negative work 
habits that keep individuals locked in such jobs. Women are often crowded into lower-paying bad 
jobs, and such industrial segregation depresses their earnings. 


Unionization rates vary considerably by industry, and the impact of unions tends to be 
different for females and males. Women are less likely to be unionized than men, and hence are 
less likely to see the wage gains associated with union membership. Interestingly, the union wage 
premium tends to be higher for women than for men, and this tends to offset women’s lower 
unionization rate. So, on the whole, unions have little impact on the female—male wage gap 
(Doiron and Riddell 1994). 


The public sector is important for the female work force because it employs so many women, 
often in better-paying jobs. Most pay equity initiatives apply to the public sector; when they also 
apply to the private sector, the evidence suggests that they tend not to have as large an impact as 
in the public sector, even though wage discrimination tends to be greater in the private sector than 
the public. 


Furthermore, public sector wage premiums tend to be larger for females than males, and for 
low-wage workers (who disproportionately are female). Hence, public sector wage restraint 
disproportionately falls on females (Gunderson 1995). 


The industry in which a person works has other important implications. Various policies and 
forces have different impacts on different industries. This is true with respect to, for example, 
trade liberalization, global competition, technological change, deregulation and privatization. 
Industrial restructuring has its legacy in the evolution of economies from agriculture and other 
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primary industries to manufacturing and now to services. Terms like “de-industrialization,” the 
“service economy,” the “information economy,” “industrial policy,” and “industrial strategy” attest 
to the importance of the industry dimension of employment in popular parlance, in the media, and 
in policy circles. These issues are now coming to the public sector, as evidenced by phrases like 
“reinventing government” and “retrenchment.” Phenomena like contracting out and privatization 
are especially common in that sector. The pressures on different industries can have important 
implications for the female work force: trade liberalization can affect low-wage industries often 
dominated by females; technological change and the computer have revolutionized office 
functions; the shift to the service economy involves low-wage jobs that are often female- 
dominated, or high-paying financial, administrative and professional services that are male- 
dominated; and public sector restructuring can disproportionately affect females. 


Displaced workers who permanently lose their job are often displaced to other industries, 
especially since much of the industrial restructuring is from declining to expanding industries. 
Part of their substantial earnings loss that typically ensues is attributed to the loss of industry- 
specific human capital—that is, training and experience that is of use only in a specific industry. 
The fact that much of that knowledge is not transferable attests to the importance of the industry 
dimension, in this case with respect to the accumulation of human capital. 


The importance of the industry as the unit of analysis is also recognized in policy circles, 
especially with respect to labour adjustment strategies. Beginning in the 1980s in Canada, 
sectoral councils have been established involving joint labour-management initiatives to deal with 
issues such as labour adjustment, training, and industry standards. The intent is to tap into 
industry knowledge and expertise to deal with that sector’s common problems. Such joint labour- 
management co-operative initiatives had their origins in the aerospace industry in Quebec in 
1983, and at the national level in the steel industry in 1985. Since that time approximately 20 
sectoral councils have been established, with government support, at the national level in such 
industries as automotive repair and service, aviation maintenance, automotive parts, electronics, 
software, horticulture, grocery products, trucking, textiles and wood products. Such sectoral 
councils are a closely watched Canadian innovation to deal with adjustment and other human 
resource issues at the industry level. 


The importance of the industry as the unit of analysis is also recognized in academic research. 
In the area of industrial relations and human resource management, for example, Chaykowski and 
Verma (1992) have focused on separate industry studies to analyse how different industries have 
responded to changing circumstances. 


7.1 SOME BASIC INDUSTRY CONCEPTS 


The discussion of the industry dimension of female labour market behaviour in this chapter 
follows a similar pattern to that of the occupation dimension discussed in the previous chapter. 
The industrial structure of the female and male work forces are compared based on the 1991 
Census. Historical comparisons are also made based on the 1971, 1981 and 1991 Censuses, with 
particular emphasis on whether the industrial distribution of the female work force converged 
towards that of the male work force. 


As with the occupational comparisons, two different but related concepts are used. The first 
is the distribution of the female and male work forces—how they are divided up among the 
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different industries (the distributions sum to 100% for the female and male work forces). The 
second is the gender composition, or proportion of females and males in each industry (the 
proportions sum to 100% within each industry). 


The distribution concept highlights the industries where large portions of the female work 
force are employed. This could occur because an industry is predominantly female (the 
composition concept in action) or because it is simply a large industry group that employs many 
females or males. An industry may be predominantly male, but because-it is large it may also 
employ a large portion of the female work force. Conversely, the industry could be predominantly 
female (the composition concept at work), but employs only a small portion of the female work 
force (the distribution concept at work) simply because the industry is small and does not employ 
many workers of either gender. 


The industry data’ are based on the experienced labour force, which excludes those who have 
never worked or who have not worked in the six months previous to the census. This enables 
everyone to be assigned to an industry that reflects their current industrial status. 


The historical comparisons for 1971, 1981 and 1991, are based on the 1970 Standard 
Industrial Classification (SIC) codes, since this is the only classification common to all three 
census years. Because they were based on classifications that were common in 1970, they may 
not fully reflect the new industrial structure that has emerged. The analysis of the 1991 Census is 
based on the 1980 Standard Industrial Classification codes. Since that classification was not 
available for the 1971 data, it could not be used in the historical comparisons. 


In both the historical and current analysis, different levels of industrial aggregation are used. 
The more aggregate groupings are obviously easier to present, but the more disaggregate 
groupings are often necessary to portray the differences that can prevail within aggregate 
groupings. 

As with the occupation data of the previous chapter, in this chapter Indices of Industrial 
Dissimilarity are presented for the different levels of industry aggregation. The index gives the 
proportion of the total work force, female and male, that would have to change industries for the 
female and male work forces to have the same industrial distribution. It is calculated as half of the 
average absolute difference between the female and male industry distributions. The absolute 
difference for each industry is given in the last column of the tables that give the female and male 
distributions. 


7.2 THE 1991 CENSUS 


7.2.1 Industrial distribution 


There is a simple criterion for comparing the industrial distribution of the female and male work 
forces (as shown in Table 7.1); the work force of one gender has a disproportionately 
high distribution in a particular industry if its distribution is twice that—or more—of the other 
gender. 
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TABLE 7.1 


INDUSTRIAL DisTRIBUTION OF EXPERIENCED Lasour Force, 18 Divisions AND 75 Masor 


1980 Stanparp Inpustriat Crassirication Groups, PERCENTAGE oF EXPERIENCED Lasour Force 


IN Each Inpustry, 1991 


Industry Divisions and Major Groups 
Agriculture and Related Services 


Agricultural Industries 
Service Industries Incidental to Agriculture 


Fishing and Trapping 
Fishing and Trapping 
Logging and Forestry 


Logging 
Forestry Services 


Mining (Including Milling), Quarrying and Oil Well Industries 
Mining 
Crude Petroleum and Natural Gas 


Quarries and Sand Pits 
Service Industries Incidental to Mineral Extraction 


Manufacturing 


Food 

Beverage 

Tobacco Products 

Rubber Products 

Plastic Products 

Leather and Allied Products 

Primary Textile 

Textile Products 

Clothing 

Wood 

Furniture and Fixture 

Paper and Allied Products 

Printing, Publishing and Allied Industries 
Primary Metals 

Fabricated Metal Products (except Machinery and Transportation Equipment) 
Machinery (except Electrical Machinery) 
Transportation Equipment 

Electrical and Electronic Products 
Non-metallic Mineral Products 

Refined Petroleum and Coal Products 
Chemical and Chemical Products 

Other Manufacturing 


Construction 


Building, Developing and General Contracting 
Industrial and Heavy (Engineering) Construction 
Trade Contracting 

Service Industries Incidental to Construction 
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Female 


2.79 


2.53 
0.26 


0.12 
0.12 
0.25 


0.10 
0.15 


0.48 


0.12 
0.26 
0.02 
0.08 


9.69 


1.43 
0.10 
0.03 
0.07 
0.29 
0.17 
0.11 
0.25 
1.47 
0.24 
0.21 
0.32 
1.23 
0.18 
0.43 
0.22 
0.82 
0.76 
0.16 
0.06 
0.56 
0.58 


1.68 


0.45 
0.15 
0.97 
0.11 


Male 
4.38 


4.18 
0.19 


0.51 
0.51 
1.16 


0.81 
0.35 


2.06 


0.95 
0.52 
0.13 
0.46 


18.70 


1.98 
0.36 
0.04 
0.24 
0.48 
0.10 
0.17 
0.23 
0.40 
1.47 
0.56 
1.36 
1.31 
1.32 
1.68 
0.83 
2.97 
Lire 
0.64 
0.19 
0.91 
0.69 


10.54 


2.88 
1.09 
6.33 
0.23 


Absolute 
difference 


1.59 


1.65 
0.07 


0.39 
0.39 
0.91 


0.71 
0.20 


1.58 


0.83 
0.26 
0.11 
0.38 


9.01 


0.55 
0.26 
0.01 
0.17 
0.19 
0.07 
0.06 
0.02 
1.07 
1.23 
0.35 
1.04 
0.08 
1.14 
1:25 
0.61 
1.75 
0.41 
0.48 
0.13 
0.35 
0.11 


8.86 


2.43 
0.94 
9.36 
0.12 


TaBLe 7.1 (CONTINUED) 

INDUSTRIAL DisTRIBUTION OF EXPERIENCED LaBouR Force, 18 Divisions AnD 75 Masor 

1980 Stanparo InpustRiAL Crassirication Groups, PERCENTAGE OF EXPERIENCED LaBouR FORCE 
In EAcH Inpustry, 1991 


Absolute 
Industry Divisions and Major Groups Female Male difference 
Transportation and Storage ; 1.78 ~ 5.98 4.20 
Transportation 1.66 5.67 4.01 
Pipeline Transport 0.04 0.10 0.06 
Storage and Warehousing 0.07 0.21 0.14 
Communication and Utilities 2.62 3.98 1.36 
Communication 2.07 2.42 0.35 
Other Utilities 0.55 1.56 1.01 
Wholesale Trade OC 2.90 5.47 2.57 
Farm Products, Wholesale 0.06 0.08 0.02 
Petroleum Products, Wholesale 0.12 0.25 0.13 
Food, Beverage, Drug and Tobacco, Wholesale 0.55 0.86 0.31 
Apparel and Dry Goods, Wholesale 0.16 0.12 0.04 
Household Goods, Wholesale 0.13 0.17 0.04 
Motor Vehicles, Parts and Accessories, Wholesale 0.14 0.45 0.31 
Metals, Hardware, Plumbing, Heating and Building Materials, Wholesale 0.43 1.07 0.64 
Machinery, Equipment and Supplies, Wholesale 0.77 1.64 0.87 
Other Products, Wholesale 0.54 0.84 0.30 
Retail Trade 14.52 11.54 - 2.38 
Food, Beverage and Drug, Retail 4.75 3.01 1.74 
Shoe, Apparel, Fabric and Yarn, Retail Zalit 0.48 1.63 
Household Furniture, Appliances and Furnishings, Retail 0.58 0.92 0.34 
Automotive Vehicles, Parts and Accessories, Sales and Service 1.35 4.30 2.95 
General Retail Merchandising 2.95 0.96 1.99 
Other Retail Stores 2.48 1.59 0.89 
Non-store Retail 0.29 0.27 0.02 
Finance and Insurance 6.07 2.41 3.66 
Deposit Accepting Intermediary Industries 3.83 1.00 2.83 
Consumer and Business Financing Intermediary Industries 0.18 0.13 0.05 
Investment Intermediary Industries 0.21 0.17 0.04 
Insurance 1.67 0.91 0.76 
Other Financial Intermediary Industries 0.19 0.21 0.02 
Real Estate Operator and Insurance Agent Industries 1.79 1.52 0.27 
Real Estate Operator (Except Developers) 0.56 0.56 0.00 
Insurance and Real Estate Agent 1.23 0.96 0.27 
Business Services 3.60. 5.61 0.07 
Business Service 5.68 5.61 0.07 
Government Services 7.39 8.16 0.77 
Federal Government 2.87 3.32 0.45 
Provincial and Territorial Government 2.43 1.99 0.44 
Local Government 2.07 2.83 0.76 
International and Other Extra-territorial Government 0.02 0.01 0.01 
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Taste 7.1 (CONCLUDED) 


INDUSTRIAL DisTRIBUTION OF EXPERIENCED Lasour Force, 18 Divisions ano 75 Masor 
1980 Stanparp InpusTRIAL CLassiFicaTion Groups, PERCENTAGE oF EXPERIENCED Lasour Force 
IN Each Inpustry, 1991 


Absolute 
Industry Divisions and Major Groups Female Male difference 
Educational Services 9.44 4.72 4.72 
Educational ‘Service 9.44 472 4.72 
Health and Social Service 16.02 3.25 12.77 
Health and Social Service 16.02 3.25 12.77 
Accommodation, Food and Beverage Services 8.38 4.78 3.60 
Accommodation Service 1.88 1.04 0.84 
Food and Beverage Service 6.50 3.74 2.76 
Other Services 8.40 5.21 3.19 
Amusement and Recreational Service 1.42 1.42 0.00 
Personal and Household Service S16) 0.75 3.00 
Membership Organization Industries alls 0.81 0.34 
Other Services 2.08 2.21 0.13 
Total % distribution, experienced labour force (rounded) 100.0 100.0 he 
Total numbers of experienced labour force 6,830,990 7,839,245 a 
Index of Industrial Dissimilarity, 18 industry divisions fe 31.25 
Index of Industrial Dissimilarity, 75 major groups see shi 36.43 
Index of Industrial Dissimilarity, 246 unit groups as S08 39.37 


figures not applicable 
Source: Census of Canada, 1991, special tabulations. 


Based on that criterion, the female work force was disproportionately distributed in the 
divisions Finance and Insurance Industries, Educational Service Industries, and Health and Social 
Service Industries. The female distribution was also high in Accommodation, Food and Beverage 
Service Industries, and Other Service Industries, albeit not quite twice the male distribution in 
those industries. 


Conversely, the male work force was disproportionately distributed in primary industries 
(8.1% in Agriculture and Related Service Industries, Fishing and Trapping Industries, Logging 
and Forestry Industries, and Mining Quarrying and Oil Well Industries, compared with 3.6% of 
the female work force), as well as in Manufacturing Industries, Construction Industries, and 
Transportation and Storage Industries. 


This comparison at the broad aggregate level—specifically the division level—indicates that 
females disproportionately worked in the service sector, and males in blue-collar industries. The 
Index of Industrial Dissimilarity indicates that 31% of the female or male work force would have 
had to change their industry division (the broadest classification level) for there to have been 
gender equality in the industrial distribution of the whole work force. This is considerably smaller 
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than the 44% of the male or female work force that would have had to change their broad 
occupation group for there to have been gender neutrality in the occupational distribution of the 
work force (as discussed in Chapter 6). Although precise comparisons are not possible,’ this does 
suggest that differences in the occupational distribution of the female and male work forces are 
more prominent than differences in their industrial distribution. 


Table 7.1 shows the gender differences in the industrial distribution of the work force at the 
more disaggregate level, the 75 major SIC groups. The 18 aggregate.industry divisions are 
repeated to highlight that these aggregate groups can mask considerable differences that can 
occur among major groups and smaller levels of aggregation. For example, in the Manufacturing 
Industries division, where the distribution of the male work force was almost twice that of the 
female work force, the female distribution was higher in major groups such as Leather and Allied 
Products, Textile Products, and Clothing, and was almost as high in the major groups Food, 
Tobacco Products, and Printing and Publishing. Conversely, the female distribution was 
extremely low relative to male in major groups such as Wood, Paper and Allied Products, Primary 
Metals, Fabricated Metal Products, and Non-metallic Mineral Products. 


Similarly, within the Retail Trade division, where the distributions of the female and male 
work forces are similar, the female distribution was disproportionately high in the major groups 
Shoe, Apparel, Fabric, and Yarn Retail, and General Retail Merchandising, and the male 
distribution was high in Automotive Vehicles, Parts and Accessories, Sales and Service. 


It is certainly important to look within the broader industry divisions to see the industrial 
distributions of the female and male work forces. The Index of Industrial Dissimilarity increases 
as it is calculated across more narrowly defined industry groups (see the bottom of Table 7.1). To 
achieve gender equality in the industrial distribution of the work force, 31% of the female or male 
work force would have had to change to another of the 18 industry divisions, while at the level of 
the 246 unit groups more than 39% would have had to change. Clearly, changes at both the unit 
group and division levels would have been necessary to achieve gender equality in the 
distribution of the work force. 


Of particular note, males were disproportionately distributed in industries that have been 
identified as paying efficiency wage premiums—wage premiums that exist even after controlling 
for the effect of other determinants of wages. Such industries are found in Agriculture and 
Related Services, Fishing and Trapping, Logging and Forestry, Mining, Quarrying and Oil Well 
Industries, the heavier industries in the Manufacturing group (such as Paper and Allied Products), 
Construction, Transportation and Storage, and Communications and Utilities. 


In contrast, females were disproportionately employed in major industry groups that pay low 
wages, even after the other wage determinants are controlled for:* Clothing; Leather and Allied 
Products; Textile Products; Personal Services; Accommodation Services; Food and Beverage 
Services; and Retail Trade, as discussed above. 


7.2.2 Gender dominance 


The distribution of the female and male work forces indicates the proportion of each work force 
that is in each industry. However, the concept of an industry’s gender composition refers to the 
proportion of that industry’s work force that is female or male—that is, the incidence of females 
or males in the industry. An industry could be, say, female-dominated but, if it were a small 
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industry, still have a small proportion of the female work force. Conversely, it could be a gender- 
mixed industry and yet, if it were a large industry, have a large distribution of the female work 
force. 


In discussing industries’ gender compositions, it is important to keep in mind that Canada’s 
work force is approximately 55% male and 45% female. The gender composition of a particular 
industry should be compared with this standard, not one of 50-50 gender neutrality. 


In the discussion of gender dominance of occupations in Chapter 6, gender dominance was 
defined as 70% or more of one gender, in part because that is a common criterion in pay equity 
legislation. With respect to industry designations, there are no comparable legislative standards; 
nevertheless, 70% can still be used as a comparison standard. 


Based on that standard, Fishing and Trapping, Logging and Forestry, Mining, Quarrying and 
Oil Well Industries, Manufacturing, Construction, and Transportation and Storage were male- 
dominated divisions (see Table 7.2). Only Health and Social Services was female-dominated, at 
that broadest level of aggregation. Although they did not meet the 70% cut-off, the divisions 
Finance and Insurance, Education, Accommodation, Food and Beverage Services, and Other 
Services were disproportionately female. 


TABLE 7.2 


PROPORTION OF FEMALES AND MALES IN Each INoustry, 18 INpustry Divisions, 1980 Stanparp 
INDUSTRIAL CLASSIFICATION, 1991 


Industry Divisions Female Male 
Agriculture and Related Services 34.14 65.86 
Fishing and Trapping 16.34 83.66 
Logging and Forestry 14.91 85.09 
Mining, Quarrying and Oil Well Industries 15.92 84.08 
Manufacturing 29.66 70.34 
Construction 11.49 88.51 
Transportation and Storage 19.48 80.52 
Communication and Other Utilities 34.83 65.17 
Wholesale Trade 30.16 69.84 
Retail Trade 50.59 49.44 
Finance and Insurance 67.19 32.81 
Real Estate and Insurance Agent Industries 48.96 51.04 
Business Services 45.17 54.83 
Government 42.44 57.56 
Education 61.92 38.08 
Health and Social Services 80.03 19.97 
Accommodation, Food and Beverage Services 58.81 41.19 
Other Services 56.75 43.25 
Total, all industry divisions (rounded) 44.87 99.13 
Total experienced labour force 6,830,990 7,839,245 


Source: Census of Canada, 1991, special tabulations. 


At the level of the 75 major groups, gender composition varied greatly (see Table 7.3, which 
also repeats the proportions for the 18 major industry groups shown in Table 7.2). For example, 
within many of the divisions that had a high proportion of males, the proportion of females was 
much greater in the major groups that provide services to those industries. This was the case with 
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service industries incidental to Agriculture and Related Services. Within male-dominated 
Manufacturing, the proportion of females was more than 50% in the major groups Leather and 
Allied Products, and Clothing. Within wholesale trade, the proportion of females was 
disproportionately high in Apparel and Dry goods, and within Retail Trade it was 
disproportionately high in the major group Shoe, Apparel, Fabric and Yarn. 


TaBLe 7.3 


PROPORTION OF FEMALES AND MALEs IN Eacu INbustry, 18 Divisions ano 75 Mayor 1980 
STANDARD INDUSTRIAL CLassiFicaTiION Groups, 1991 


Industry Divisions and Major Industry Groups Female Male 
Agriculture and Related Services «) 34.14 65.86 
Agricultural Industries 32.92 67.08 
Service Industries Incidental to Agriculture 53.00 47.00 
Fishing and Trapping 16.35 83.65 
Fishing and Trapping 16.35 83.65 
Logging and Forestry 14.91 85.09 
Logging 9.11 90.89 
Forestry Services 25.90 74.10 
Mining (Including Milling), Quarrying and Oil Well Industries 15.92 84.08 
Mining 9.34 90.66 
Crude Petroleum and Natural Gas 28.92 71.08 
Quarries and Sand Pits 11.82 88.18 
Service Industries Incidental to Mineral Extraction 12.32 87.68 
Manufacturing 29.66 70.34 
Food 37.03 62.97 
Beverages 19.25 80.75 
Tobacco Products Seon 62.43 
Rubber Products 18.63 81.37 
Plastic Products 33.19 66.81 
Leather and Allied Products 59.02 40.98 
Primary Textiles 34.10 65.90 
Textile Products 46.55 53.45 
Clothing 75.13 24.87 
Wood 11.95 88.05 
Furniture and Fixture 238 76.89 
Paper and Allied Products 15.93 84.07 
Printing, Publishing and Allied Industries 43.36 56.64 
Primary Metal 10.03 89.97 
Fabricated Metal Products (Except Machinery and Transportation Equipment) 17.39 82.61 
Machinery (Except Electrical Machinery) 18.01 81.99 
Transportation Equipment 20.51 79.49 
Electrical and Electronic Products 34.42 65.58 
Non-metallic Mineral Products 16.78 83.22 
Refined Petroleum and Coal Products 19.82 80.18 
Chemical and Chemical Products 33.25 66.75 
Other Manufacturing 40.29 59.71 
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TABLE 7.3 (CONTINUED) 


PROPORTION OF FEMALES AND MAaLes in Eacu INoustry, 18 Divisions AnD 75 Masor 1980 
STANDARD INDUSTRIAL CLassiFication Groups, 1991 


Industry Divisions and Major Industry Groups Female Male 
Construction 11.49 88.51 
Building, Developing and General Contracting 11.29 88.71 
Industrial and Heavy (Engineering) Construction 10.29 89.71 
Trade Contracting 11.08 88.92 
Service Industries Incidental to Construction 27.05 72.95 
Transportation and Storage 19.48 80.52 
Transportation 19.28 80.72 
Pipeline Transport 24.02 75.98 
Storage and Warehousing 22.70 77.30 
Communications and Utilities 34.83 65.17 
Communications 41.05 58.95 
Other Utilities 22.10 77.90 
Wholesale Trade 30.16 69.84 
Farm Products, Wholesale 37.79 62.21 
Petroleum Products, Wholesale 28.30 71.70 
Food, Beverage, Drug and Tobacco, Wholesale 34.24 65.76 
Apparel and Dry Goods, Wholesale 52.71 47.29 
Household Goods, Wholesale 37.99 62.01 
Motor Vehicles, Parts and Accessories, Wholesale 20.24 79.76 
Metals, Hardware, Plumbing, Heating and Building Materials, Wholesale 24.56 75.44 
Machinery, Equipment and Supplies, Wholesale 27.78 UW 
Other Products, Wholesale 34.35 65.65 
Retail Trade 50.59 49.41 
Food, Beverage and Drug, Retail 56.20 43.80 
Shoe, Apparel, Fabric and Yarn, Retail 77.97 22.03 
Household Furniture, Appliances and Furnishings, Retail 33.93 66.07 
Automotive Vehicles, Parts and Accessories, Sales and Service 20.37 79.63 
General Retail Merchandising 71.50 28.50 
Other Retail Store 56.00 44.00 
Non-store Retail 46.77 53.23 
Finance and Insurance 67.19 32.81 
Deposit Accepting Intermediary Industries Owl 24.23 
Consumer and Business Financing Intermediary Industries 53.30 46.70 
Investment Intermediary Industries 50.24 49.76 
Insurance 60.00 40.00 
Other Financial Intermediary Industries 41.62 58.38 
Real Estate Operator and Insurance Agent Industries 48.96 51.04 
Real Estate Operator (Except Developers) 44.94 59.06 
Insurance and Real Estate Agents 51.04 48.96 
Business Services 45.17 54.83 


Business Services 45.17 54.83 
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TasLe 7.3 (CONCLUDED) 


Proportion OF FEMALES AND MAtes In Eacu Inpustry, 18 Divisions ano 75 Mason 1980 
STANDARD INDUSTRIAL CLassiFicaTiON Groups, 1991 


Industry Divisions and Major Industry Groups Female Male 
Government Services 42.44 57.56 
Federal Government 41.28 58.72 
Provincial and Territorial Government 49.86 50.14 
Local Government 37.30 62.70 
International and Other Extra-territorial Government 51.61 48.39 
Educational Services 61.92 | 38.08 
Educational Services ' 61.92 38.08 
Health and Social Services ( 80.03 19.97 
Health and Social Services 80.03 19.97 
Accommodation, Food and Beverage Services 58.81 41.19 
Accommodation Services 59.47 40.53 
Food and Beverage Services 58.62 41.38 
Other Services 56.75 43.25 
Amusement and Recreational Services 44.73 Se747/ 
Personal and Household Services 80.18 19.82 
Membership Organization Industries 53.41 46.59 
Other Services 43.38 56.62 
Total % distribution, experienced labour force (rounded) 44.87 55.13 
Total numbers of experienced labour force 6,830,990 7,839,245 


Source: Census of Canada, 1991, special tabulations. 


7.2.3 Largest industries of the female work force in 1991 


The importance of services to women’s employment is illustrated in Table 7.4. Half of the female 
work force worked in less than 10% (that is, 7 of 75) of the major groups, most of which are 
service industries. Each of the seven major groups shown employed more than 3% of the female 
work force in 1991. 


More than one-quarter of the female work force was in two major groups: Health and Social 
Services; and Educational Services. Each of these major groups also employed a high proportion 
of females (see the last column of Table 7.4). 
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TaBLe 7.4 


LarGceEsT InpusTRIES OF FEMALE Work Force, Basep on 75 Mason 1980 Stanparp InpusTRIAL 
CiassiFication Groups, 1991 


% of Cumulative % female 

female % of female in 

Major industry work force work force occupation 
(1) (2) (3) 

Health and Social Services 16.02 16.02 80.03 
Educational Services 9.44 25.46 61.92 
Food and Beverage Services 6.50 31.96 58.62 
Business Services 5.68 37.64 45.17 
Food, Beverage and Drug Industries, Retail 4.75 42.39 56.20 
Deposit Accepting Intermediary Industries 3.83 46.22 75.77 


Personal and Household Services 3.75 49.97 80.18 


Sources: Column 1 from Table 7.1; Column 2 calculated from Column 1; Column 3 from Table 7.3. 


7.3 CHANGES OVER TIME, 1971, 1981, 1991 


7.3.1 Index of Industrial Dissimilarity 


The Index of Industrial Dissimilarity slowly but steadily declined between 1971 and 1991 (see 
Figure 7.1). This is the case at all three levels of industry disaggregation found in the 1970 Standard 
Industrial Classification. The index is always greater at disaggregate levels such as the 246 unit groups, 
and highlights the dissimilarity that can prevail within the more aggregate groups. 


Figure 7.1 


InpIcEs OF INDUSTRIAL DissimiLarity, BASED on 1970 StanparD INDUSTRIAL CLASSIFICATION, 
1971, 1981 ano 1991 


Index of industrial dissimilarity 
50 


30 


20 
B 12 Divisions 


O 57 Groups 
[| 246 Units 


Source: Calculations described in text based on data from Table 7.6. 
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Based on the 246 unit groups, in 1971, 43.2% of females or males would have had to change 
their industry for there to be an identical industrial distribution between the sexes. By 1981, 
41.2% would have had to change, and by 1991, 37.9% would have had to change. 


7.3.2 Industrial distributions, 1971, 1981, 1991 


The distribution of both of the female and male work forces declined in the primary industries 
(Agriculture and Related Services, Logging and Forestry, and Mining, Quarrying and Oil Well 
Industries) as well as in manufacturing (see Table 7.5). Over the same period, the distribution of 
both work forces in Services jumped dramatically. This reflects the fundamental restructuring that 
has been occurring in Canadian industry—a restructuring affecting both females and males. 


Tas_e 7.5 


INDUSTRIAL DisTRIBUTION OF EXPERIENCED Labour Force, 12 Mavor Inoustry Divisions, 
1970 STANDARD INDUSTRIAL CLASSIFICATION (PERCENTAGE OF LaBouR Force IN EAcH Occupation), 
1971, 1981 ano 1991 


1971 1981 1991 

Major Industry 
Divisions Female Male Difference Female Male Difference Female Male Difference 
Agriculture SHO 2.76 2,425) 0109 2.67 2.66 4.29 1.63 
Forestry Onli panle25 1.14 O20 eS 1.03 0:24 sae leila 0.87 
Fishing and Trapping 0.03 0.43 0.40 0.07 30.47 0.40 0.11. ~=+0.47 0.36 
Mining (Including 

Milling), Quarrying 

and Oil Well Industries 0.32 2.29 1.97 0.61 2.52 1.92 0.46 1.98 1.52 
Manufacturing 13.67 22.99 9.33 12:76 22:37 9.60 9.43 18.10 8.66 
Construction 0.89 9.04 8.15 146 9.53 8.07 1:5 3aeo 09 8.46 
Transportation, 

Communications and 

Utilities CIC OMmoIOG 5.98 452 10.02 5.50 448 9.37 4.89 
Trade 15.74 14.17 1.57 17.51 15.49 2.02 16.38 16.06 0.31 
Finance, Insurance 

and Real Estate 6.22, 3:07 3.15 Tate) ASS 4.42 Tee) 3.71 
Services SO 2ualOroh 24.44 42.23 18.87 23.36 45.64 22.87 22.77 
Public Administration 552) 6 41 2.89 OrSam 7c 1.06 718 = 7.89 0.71 
Unspecified LOS meer 3.45 EHas oo Sale, 0.45 436 4.04 0.32 
Total, all occupations 100 100 100 100 100 100 


Total number (’000) 2,961 5,666 8,627 A853 mmealoe 12,005 6,429 7,900 14,239 
Index of Industrial 


Dissimilarity, 

12 divisions ae na 32.62 a 30.25 es if 27.11 
Index of Industrial 

Dissimilarity 57 groups 33 €; 37.60 et ah 35.30 es ee 31.56 
Index of Industrial 

Dissimilarity, 246 units am igs 43.21 ee = 41.15 we - 37.86 


figures not applicable 
Source: Census of Canada, 1991, special tabulations. 
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The slow convergence in the industrial distribution of the female and male work forces that 
was illustrated previously by the declining Indexes of Industrial Dissimilarity has been broad-based, 
occurring in most industries. This is illustrated by the fact that between 1971 and 1991, the difference 
between the industrial distributions of the female and male work forces declined in all industries 
except Construction and Finance, Insurance and Real Estate, which saw only modest increases. 


7.3.3 Gender composition, 1971, 1981, 1991 


The proportion of females throughout the work force increased steadily, from 34% in 1971 to 
40% in 1981 to 45% in 1991 (see Table 7.6, second-last row). That gain was widespread, 
occurring in each of the 12 major industrial divisions over each decade. It was particularly 
pronounced in industries where there were few women to begin with, namely Forestry and Logging, 
Fishing and Trapping, Mining, Quarrying and Oil Well Industries, and Construction. It was also rapid 
in Public Administration, which went from 26% female in 1971 to 43% female by 1991. 


TasLe 7.6 


PROPORTION OF FEMALES AND MALES IN Eaco InNbustry, 12 Masor Inoustry Divisions, 1970 
STANDARD INDUSTRIAL CLassiFication, 1971, 1981 ano 1991 


1971 1981 1991 

Major Industry Divisions Female Male Female Male Female Male 
Agriculture 23.19 76.81 24.37 75.63 33.50 66.50 
Forestry 4.51 95.49 11.01 88.99 14.84 85.16 
Fishing and Trapping 3.54 96.48 9.43 90.57 15.84 84.16 
Mining (Including Milling), 

Quarrying and 

Oil Well Industries 6.74 93.26 14.03 85.97 15.97 84.02 
Manufacturing 23.70 76.30 27.91 72.09 29.78 70.22 
Construction 4.88 95.12 9.40 90.60 11.10 88.90 
Transportation, Communications 

and Utilities 16.98 83.02 23.43 76.57 28.01 71.99 
Trade 36.73 63.27 43.41 56.59 45.34 54.66 
Finance, Insurance and Real Estate 51.45 48.55 60.99 39.01 61.59 38.42 
Services 57.61 42.39 60.29 39.71 61.88 38.12 
Public Administration 25.54 74.46 36.96 63.04 42.55 57.45 
Unspecified 44.17 55.83 43.62 56.38 46.77 53.22 
Total, all occupational groups 34.33 65.67 40.42 59.58 44.86 55.14 
Total numbers (000) 2,961 5,666 4,853 7,152 6,429 7,900 


Source: Census of Canada, 1991, special tabulations. 
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7.4 SUMMARY OF INDUSTRIAL DISTRIBUTION PATTERNS AND CHANGES 


Women and men are distributed in considerably different patterns across industries. Relative to 
males, females disproportionately work in the service sector, especially in the divisions Health 
and Social Services, Education, Finance and Insurance, Accommodation, Food and Beverage 
Services, and Other Services. Relative to females, males disproportionately work in the primary 
industries, as well as Manufacturing, Construction, and Transportation and Storage. 


Industries that disproportionately employ males tend to pay positive efficiency wage 
premiums, while industries that disproportionately employ females tend to pay low wages, even 
when the effects of other wage-influencing factors are controlled for. 


In 1991, between 31% and 39% of females or males would have had to change their industry 
for gender equality to prevail in the industrial distribution of the two work forces. The lower 
figure applies to the more aggregate 18 industry divisions, while the higher figure applies to the 
disaggregate 246 unit groups. This also shows the considerable dissimilarity in the distribution of 
the female and male work forces within the major groups. This dissimilarity in industrial 
distribution is considerably smaller than the occupational dissimilarity, which ranges from 44% 
to 57%. 


Based on the criterion that an industry is gender-dominated if its ranks are 70% or more of 
either gender, Health and Social Services were female-dominated. Though they fell short of the 
70% cut-off, the industry divisions Finance and Insurance, Education, Accommodation, Food and 
Beverage Services, and Other Services were disproportionately female. The divisions 
representing primary industries, as well as Manufacturing, Construction and Transportation and 
Storage were male-dominated. 


Within divisions, however, considerable variation may prevail. Some of the narrower major 
groups were female-dominated, although the division they are part of was mixed or even male- 
dominated. This was the case with the major groups Service Industries Incidental to Agriculture, 
the Leather and Clothing major groups within the aggregate Manufacturing division, Apparel and 
Dry Goods within Wholesale Trade, and Shoe, Apparel, and Fabric and Yarn within Retail Trade. 


Almost half of the female work force is in less than 10% of the major groups, most of which 
are service industries. More than one-quarter of the female work force is in Health and Social 
Services or Educational Services. 


There has been a decline in the distribution of both of the female and male work forces in the 
primary industries and Manufacturing, and a substantial rise in services, reflecting the 
restructuring that has been occurring in Canadian industry. 


Overall, the differences in the industrial distribution of the female and male work forces have 
gradually narrowed. This convergence has occurred across most industries. 


The proportion of females in the overall work force has increased steadily from 34% in 1971 
to 40% in 1981, to 45% in 1991. That gain occurred in all the industrial divisions over each 
decade. It was particularly pronounced in industries where women’s initial representation was 
low, and in Public Administration and Defence.’ 


The policy implications of the differences in the industrial distribution of the female and male 
work forces are not as direct as those of the differences in occupational distribution. Equal 
employment opportunity legislation and employment equity are designed to encourage women’s 
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occupational advancement, and pay equity is designed to reduce pay differences between male- 
dominated and female-dominated occupations, not industries. 


Nevertheless, there is an industrial dimension to the dramatic changes that have been 
occurring in the Canadian economy, including restructuring from manufacturing to services, trade 
liberalization, technological changes, unionization, and retrenchment in the public sector. The 
industrial dimensions of these changes will affect the female and male work forces differently, 
and this should be taken into account in policies that can affect these changes. 


INDUSTRIAL DISTRIBUTION 


71 


‘ 
" 
: 
4) 
+ 
Liat | 


PRA we wy we ERE ya 


a 


ae 
ae 


nlp 


py wybesins t= aot 
5; gui neh real eo 
Sole ops” peeee sores lt a 
‘iiageogate A mals pena, man 
tise’ Toate hn mate ici Turton we dihibor the 
ere Ay heennenald pina) Me a etal hich ‘on nae Fi 
ae . aa a 


ae | 


Gad ole enna ‘its os indtaey it i 
ciahen gender, 12d: font Sock SBS Eee | 
A Cased, the inatinctyy ieee ute yt iY 
Beverage Kerurces, a0 “Ont igre ee ‘ ey 
rebreson ing (ictus haar tga my ie 
Susvers wart ea saiialeidl | uae 


ONPG en GPhintow’, aebaaty ident, soda ria seobk othe ccedl si! 
sroegs wer Hie esa pt Wile sale oll teh ee, ieee (parte ig eas wivach iy seep tmale 

. Haptvated, Tra oie te: he wis a tie Ae yh Scariaeanbhigvey fea whan to Agr altars 
Gihetas at Chere ky miners tee rr A ntageay bo Papin hy palit) Any mo 
wre e Oe: 6c tein +H aie “he et mwa a sid all Vn y's Patti's: ot yy octhin Retad Toate, 


Aner pad hee ees ed Lees Wie uk dus bree rae, seis sl welts 


WE, “eo 5 ¢ pbuaer ee. iy, Be ar Ct ap? ae ‘ reir WKS t¢ ce tn theckt ) ond Social 


siti d i Depots, Ragtayce E | Ns oe. 


ais 


Pee Ss Hae riMltin s. ic!<diehtay f Nac f ag foot adh yale elle orca Ital, 
y : y 


OFiaey ve oat aie on «, Kil es dabetugtiel ee ih seo tides révicctpe he 
wees crenata Ah alan bah Seton: + Secu Tiieks Toga, ieee. ok Sha are 
Mode i eerieetk thar bry, ; , an agar cd the Ceraurie veut triads WOH inchs eve 
phys, “Sha gaoryas og ; Shar, hike Vee hides a 
he (aco Cain OF ae Tene ae. Oe See its Mt Baad prrcoall Eie dS bien ry 
1 a a a) iy ey Plaed ands ocean et ee ental diviaint creer geal 
Ke Gua. ( - itahty jareunetaduesl the Bake, wer wikia mms! depresenetoe wad 
dd’ set kel evistietenice Pater,” . 
: : } Te - 
Thierry vigndcalicats of ht Gann tee wr <Chuwht aad <ahaal aigayeies af tas coe nual | Se 
vue trent? > ssh VC) OS Gaon Cur} iTeccnced vi oommratowa dhesrtb Lion b ye Fays 
cergere tat ferris y Pett teat qi eA Sophy ore oe dh yliee Ay he ores Grones m6 


Wines poe’ T's io Me ie eka oe WONG Leet Uh Piru ey 
: a = 
= PRE = ‘ peal 


ENDNOTES 


. See Statistics Canada, 1991 Census Public Use Micro-data File: “Individuals,” Data Documentation, no. 48-039E, 
June 1994, p. 136 and 138. The industry code refers to the general nature of the business carried out in the 
establishment where the person worked, as indicated by the name of the employer (or the person’s own business 
name if self-employed) and the kind of business, industry or service engaged in by this establishment. The reference 
week is the week prior to enumeration day (for example, June 4, 1991). If the person was not employed in the week 
prior to enumeration, the information was to relate to the person’s job of longest duration of service since January 
1, or the previous year (for example, 1990 for the 1991 Census). Respondents with two or more jobs were to report 
the information for the job of which they worked the most hours. 


Precise comparisons are impossible, in part because of differences in the number of broad industry and occupation 
groups that are being compared. 


. Gera and Grenier 1991, pp. 6-8. 


. This industry division appears only in the 1970 Standard Industrial Classification. 
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CHAPTER 


UNEMPLOYMENT 


The unemployment rate is one of the most often-cited economic indicators. It is a measure of 
economic hardship for individuals and their families, as well as a measure of unused potential and 
wasted resources. It is also a broad economic barometer for the state of the economy as a whole, 
and the degree of slack or tightness in labour markets. 


The unemployment rate is a count of workers who are unemployed but are looking for work 
and are usually available for work. The unemployment rate does not count those who have given 
up looking for work, or others who do not participate in the labour force. 


The issue of unemployment has taken on increased policy importance because unemployment 
has continually ratcheted upwards in the post-war period (see Figure 8.1). The unemployment 
rate for females and males fluctuates with the business cycle, rising during recessions and then 
falling in periods of prosperity—but never back to pre-recession levels. During each decade, or 
partial decade in the case of 1946-1950 and 1991-1995, women’s and men’s unemployment rates 
ratcheted up. The change was particularly dramatic for females, whose unemployment rate 
jumped from an average of 3.8% in the 1960s to 7.9% in the 1970s. Since then it has increased to 
9.6% in the 1980s and 10.0% in the 1990s. Each sex has taken its turn with the highest 
unemployment rate (see Figure 8.1). 


As women participate more in the labour market, their unemployment experience is 
converging upwards towards that of males. This increase in the female unemployment rate 
relative to the male rate, at a time when both are generally rising, may reflect many factors. 
Women, as they become more attached to the labour force, may be less likely to completely drop 
out of the labour force if jobs are not available. They may also be under more pressure to join the 
labour force if their spouses’ earnings and employment prospects decline; this has been the case 
since the early 1970s. Since they tend to occupy low-wage jobs, women’s employability may be 
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more sensitive to wage-fixing through measures such as minimum wage laws. Often women are 
last to be hired and first to be laid off, and are used as a reserve labour pool to absorb cyclical 
fluctuations. This will push up the female unemployment rate increasingly as the restructuring of 
the economy takes effect. 


Figure 8.1 
Unempcoyment Rates, FemMALes AND Mates, Canapa, 1946 to 1995 


Unemployment rates (%) 
14 


12 


1946 1950 1955 1960 1965 1970 1975 1980 1985 1990)» 521995 


| Males ——— Females 
| | 


Source: Special data request, Statistics Canada, Household Surveys Division. 


Furthermore, the labour market segmentation of women means that their scope for searching 
for other jobs may be greatly narrowed. Males displaced from blue-collar manufacturing jobs can 
“bump down” or search for jobs in the female-dominated service sector, perhaps displacing some 
women in those jobs. However, females who are already segregated into female-dominated 
occupations and industries find it more difficult to “bump up” or search for jobs in male- 
dominated sectors.! 


In addition to the steady increase of both the male and female unemployment rates, there has 
been a shift in the composition of unemployment towards more long-term unemployment.’ 
Unemployment is not simply widespread short-term joblessness. Instead, it is increasingly 
concentrated in the hands of a few who experience chronic long-term unemployment. This is 
disturbing because it means that the hardship of unemployment is not simply a temporary 
phenomenon shared among many. Instead, a relatively small group of long-term unemployed risk 
being marginalized. 


The problem is particularly severe in light of evidence that unemployment is associated with 
a wide range of severe social and psychological problems. These include physical illness and 
disease, mental illness, mortality, suicide, crime, and family violence.’ Clearly, unemployment 
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does not only represent underutilized human resources. It also has social and psychological 
consequences that can have severe economic and non-economic impacts for unemployed 
individuals and their families as well as society at large. 


Unemployment has attracted additional attention in recent years because Canadian 
unemployment rates have increased substantially relative to U.S. rates. Since the early 1980s, 
Canadian rates have run approximately two to four percentage points higher.’ In the 1970s, 
Canadian rates were only slightly higher, and throughout the 1950s and 1960s, Canadian and 
USS. rates were similar. 


The precise reasons for the unemployment gap between Canada and the United States, and 
the relative importance of the different factors, are still being actively researched. While final 
answers are not yet available, known contributing factors include Canada’s deeper and longer 
recessions, more generous unemployment insurance benefits, and more extensive unionization 
and minimum wage legislation, which can reduce employment by setting wages above the 
competitive norm. As well, a portion of the unemployment gap can be attributed to slight 
differences in the way the two countries’ labour force surveys are conducted (Macredie 1996). 


The extent to which unemployment insurance® in Canada contributes to the unemployment 
rate has also been heavily debated and researched. Sorting out cause and effect in this area is 
particularly difficult, because changes in the unemployment insurance system itself can be a 
response to changes in overall unemployment that are induced by other factors. 


Unemployment insurance may enhance the unemployment rate in several ways: by 
encouraging people to search for jobs while unemployed rather than employed; by encouraging 
and enabling them to search longer while unemployed; by reducing the mobility from high- 
unemployment regions or sectors to those with low unemployment; by discouraging wage 
concessions to reduce the likelihood of being unemployed; and by encouraging people to enter 
the labour force, or to remain in the labour force, in order to accrue eligibility for subsequent 
unemployment benefits. 


Employers’ actions could also facilitate higher unemployment. For example, there may be 
less pressure on employers to reduce seasonal or temporary work if unemployment insurance 
supports the costs of the period of unemployment. 


These factors suggest that unemployment insurance® contributes to a higher unemployment 
rate. However, it might also reduce unemployment. For example, the extended job search 
facilitated by unemployment insurance could lead to better matches between workers and their 
jobs, which could reduce subsequent job losses or separations. Furthermore, unemployment 
benefit receipts could boost purchasing power in the economy, and hence aggregate demand. 


Other policy issues are tied to matters of unemployment. Work-sharing has been suggested as 
a way to reduce unemployment. Reducing the working time of some may make room in the labour 
force for others. Policies in this direction include reductions in overtime and long hours, early 
retirement policies, and facilitation of leaves and other voluntary reductions in working time. 


Issues of wage flexibility are also tied to unemployment. It is puzzling that decreases in the 
demand for labour tend to be absorbed by reductions in employment (that is, quantities) rather 
than by reductions in wages (that is, prices). This is especially curious, since small reductions in 
wages spread over a large, risk-averse work force are likely to generate less risk and hardship than 
would the possibility of an all-or-nothing outcome—cutting jobs instead of wages. 
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There are many reasons why decreases in the demand for labour may be absorbed by a few 
layoffs rather than by all workers absorbing small wage reductions. Unemployment is supported 
by unemployment insurance, while wage (or hours) reductions are not. Most persons who are 
already employed by the firm (“insiders”) have little risk of being unemployed, so they have little 
incentive to accept wage reductions to enhance the employability of “outsiders.” Employees may 
not know if the firm is simply bluffing about negative demand shocks. Compelling the firm to lay 
off workers in the face of such shocks deters bluffing, since layoffs are also costly to the firm, 
while wage reductions are not. Employers themselves may be reluctant to lower wages, even 
though there may be a long lineup of unemployed who would accept the jobs at lower wages. 
Such efficiency wage premiums may have other positive effects on work behaviour, especially 
when there are plenty of unemployed ready and able to take the job. Governments may also be 
concerned that wage reductions could reduce aggregate demand more than could periods of 
unemployment, the effect of which could be offset by income support such as unemployment 
insurance. These are some of the reasons. that reductions in the demand for labour tend to be 
absorbed by unemployment rather than by wage reductions. 


In the context of the broader picture portrayed above, this chapter examines female—male 
unemployment differences. The focus is on the determinants of the current female and male 
unemployment rates, as well as on the differences between these rates. The way in which female 
and male unemployment rates have changed over time is also analysed. Prior to describing these 
issues, some basic concepts are discussed. 


8.1 BASIC CONCEPTS 


The unemployment rate is defined as the number of unemployed divided by the entire labour 
force, where the labour force is the number employed and unemployed. In the 1991 Census, a 
person was unemployed if, during the week prior to enumeration on June 4, 1991, they: 


@ were without work, actively looked for work in the past four weeks and were available 
for work; 


were laid off, expected to return to their job and were available for work; or 


@ had definite arrangements to start a new job in four weeks or less and were available for 
work. 


These concepts are essentially the same as those used in the Labour Force Survey, which is 
conducted monthly in approximately 59,000 households.’ 


Those who normally have a job but are not working because of unusual circumstances (for 
example, illness, personal or family responsibilities, bad weather, a strike, or a vacation) are 
counted as employed. This is because they normally have a job, even though they were not 
working during the enumeration week. 


The more difficult judgement call applies to those who are not employed and have also given 
up looking for work because they believe that no work is available. These “discouraged workers,” 
who are marginally attached to the labour force, would be recorded as out of the labour force 
because they are neither working nor looking for work. They are not recorded as unemployed 
because they are not actively seeking work, although they would accept a job if one came 
available. For this reason, the unemployment rate may understate the true degree of economic 
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hardship, because it does not count discouraged workers as unemployed. This hidden 
unemployment phenomenon may be especially prominent in periods of high unemployment. 
Other sources of hidden unemployment include those still awaiting recall after layoff. While such 
workers are not recorded in the official unemployment rates, there is information on the 
magnitude of the phenomenon (for example, Akyeampong 1987, 1992). 


The main source of information on unemployment is the Labour Force Survey, conducted 
monthly by Statistics Canada. The census, however, has much more detailed information, given 
the much larger number of persons enumerated. This enables more detailed and disaggregate 
analysis of unemployment, and facilitates relating unemployment to a wide range of personal, 
financial, demographic, and other labour market variables. However, the census is infrequently 
conducted and the data are only available well afterwards. 


Information on the unemployed can also be obtained from data on Employment Insurance 
(EI) claimants, although these numbers are seldom discussed (Levesque 1989). These numbers 
need not be the same as those from the Labour Force Survey, however, because they can record 
different phenomena. Some individuals could be collecting EI benefits but not be recorded as 
unemployed according to the Labour Force Survey, because they are legitimately collecting EI 
benefits and not looking for work (for example, they may be on maternity or sick leave, or idle 
from regular seasonal work), or because they are illegitimately collecting EI benefits and not 
looking for work. In contrast, individuals can be recorded as unemployed in the Labour Force 
Survey and not collecting EI benefits because they are ineligible or not covered, their benefits are 
exhausted, or they are simply not registered. Clearly, the two concepts measure different things, 
hence they yield different numbers. Each measure can also capture different groups of 
unemployed. 


With these basic concepts in mind, the remainder of the chapter analyses the census data on 
unemployment, with particular emphasis on female—male comparisons. The chapter follows a 
similar format to Chapter 3, which discusses labour force participation. Female and male 
unemployment rates from the 1991 Census are first compared and related to various factors 
believed to influence them. Regression estimates for females and males of the determinants of the 
probability of unemployment are then compared. These regression estimates show the 
independent impact of each factor, after controlling for the effect of other determinants. Historical 
comparisons are then made across the 1971, 1981 and 1991 Census years, based both on simple 
tabulations and on regression estimates. The chapter ends with a summary and some concluding 
observations. 


8.2 1991 UNEMPLOYMENT RATES BY GENDER AND OTHER CHARACTERISTICS® 


At the time of the 1991 Census, the female unemployment rate, at 10.2%, was almost identical to 
the male rate, 10% (see Table 8.1). Clearly, at this aggregate level, this aspect of labour market 
behaviour was the same for both males and females. 
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TasLe 8.1 
Unempcoyment Rates, BY Various Catecories, 1991 


Category 
Average unemployment rate 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No degree, certificate or diploma 

High school graduate 

Trade certificate or diploma 

Other non-university certificate 

University diploma below bachelor level 

Bachelor’s degree(s) 

University degree above bachelor’s 

Degree in medicine, dentistry, veterinary medicine or optometry 
Master’s degree(s) 

Doctorate degree 


Marital status 


Never married, single 
Common law 

Married 

Separated 

Widowed 

Divorced 


Languages known 


English only 

French only 

Both English and French 

Neither English nor French 

No non-official languages known 
Some non-official languages known 


Immigrant status 


Non-immigrant 
Immigrant 


Visible minority status 


Not visible minority 
Visible minority 
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Female 
% 


10.2 


14.3 
11.4 


Male 
% 


10.0 


16.3 


11.0 


Female:male 
ratio 


1.02 


TaBLe 8.1 (CONCLUDED) 
Unempcoyment Rates, BY Various Categories, 1991 


Female Male Female:male 
Category % % ratio 
‘Aboriginal origins 
Non-Aboriginal 10.0 9.7 1.03 
Aboriginal 16.8 21.0 0.80 
Province © 
Ontario 8.4 8.5 0.99 
Newfoundland 28.9 29.3 0.99 
Prince Edward Island 13.0 10.3 1.26 
Nova Scotia 13.4 11.9 1.13 
New Brunswick 15.7 16.1 0.98 
Quebec 12.0 11.7 1.03 
Manitoba ifs 8.6 0.87 
Saskatchewan 6.8 6.3 1.08 
Alberta 8.0 7.6 1.05 
British Columbia 10.9 9.6 1.14 
Yukon and Northwest Territories 14.2 13.4 1.06 
Census area 
Non-census metropolitan area 11.9 11.5 1.03 
Toronto 8.5 8.6 0.99 
Montréal inlet 11.0 1.06 
Vancouver 9.6 8.7 1.10 
Other census metropolitan area 8.6 8.6 1.00 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro—data Files, 1991. 


8.2.1 Age 


Among both females and males, the unemployment rate generally declines continuously with 
age. For males over 65, for example, the unemployment rate of 5.4% was one-third of the rate of 
youths aged 15 to 24, which was 16.3%. The exceptions to this pattern were females and males 
aged 55 to 64, whose unemployment rates were slightly higher than those of persons aged 35 to 
44 or 45 to 54. Presumably, this reflects the layoffs that were hitting those age groups, and the 
fact that they were still not dropping out of the labour force despite the lack of jobs. 


The highest unemployment rate for both genders was in the youngest age bracket, 15 to 24. 
Interestingly, that is the only age bracket for which the women’s unemployment rate was below 
the men’s. In all other age brackets, the ratio of female-to-male unemployment, shown in the last 
column of Table 8.1, is greater than unity. 
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8.2.2 Education 


Among both women and men, the unemployment rate was lower for persons with vocational 
training, and still lower for those with progressively more education. The latter impact is 
pronounced. For example, both women and men with less than a high school certificate had 
unemployment rates of just under 14%. Being a high-school graduate only reduces the 
unemployment rate to the overall average of around 10%. Having a university diploma or a 
bachelor’s degree reduces the unemployment rate to between 5% and 7%, which is one-third to 
one-half of the rate of those without a high-school certificate. Having an advanced degree 
generally helps even more, especially a professional degree or a doctorate. 


However, there are interesting variations in the extent to which this tendency occurs; the ratio 
of female/male unemployment, shown in the last column of Table 8.1, often varies from unity. For 
example, the ratio is well above unity for various higher educated groups, including those with: 
a bachelor’s degree; a university degree above the bachelor’s level; a degree in medicine, 
dentistry, veterinary science or optometry; and a master’s degree. The reasons for this are not 
obvious, especially because it does not carry through to the most advanced level—those with a 
doctorate. 


8.2.3 Marital status 


Unemployment rates for both women and men vary considerably by marital status. They are very 
high for single, never-married persons, particularly males. They are lowest for married persons, 
especially for married males, whose unemployment rate of 6.5% is less than half of the rate of 
15.7% for single, never-married males. 


While the unemployment rate for married females, 9.0%, is below the average female rate of 
10.2%, it is considerably higher than married males’ rate of 6.5%. This is the only marital status 
category for which the female rate exceeds the male rate; for all other marital categories the 
female unemployment rate is below the male rate, and the ratio of female-to-male unemployment 
is less than unity. The higher unemployment rate for married females compared with married males 
may reflect the possibility that women move to places where their husbands have jobs but where there 
may not be suitable or paired jobs for them. Furthermore, women with an employed husband may 
be more likely to prolong their job search, remaining on the unemployment rolls longer. 


8.2.4 Language 


Unemployment rates were highest for women and men who spoke neither English nor French— 
the women’s rate was approximately twice the average, and one of the highest rates reported in 
Table 8.1. Unemployment also ran above the average for both women and men who spoke French 
only. Unemployment rates were close to the average among those who know some languages 
other than Canada’s official languages. 
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8.2.5 Immigrant status 


Immigrants’ rates were similar to those of non-immigrants, although among female immigrants 
they were slightly higher, 11%. Rates were somewhat higher for visible minorities. This was 
especially true of visible minority women, who had an unemployment rate of 13.8%. Both female 
and male unemployment rates are extremely high for those of Aboriginal ancestry, especially for 
males, who have one of the highest unemployment rates of all groups, 21%. 


8.2.6 Province 


There was wide variation in provincial unemployment rates for both women and men. In 1991, 
rates were lowest in the Prairie provinces (Saskatchewan, Alberta and Manitoba) and Ontario. 
They were about average in British Columbia and a little above average in Prince Edward Island, 
Quebec, Nova Scotia, the Yukon and Northwest Territories, and especially New Brunswick. The 
real outlier was Newfoundland, with an unemployment rate of around 29%, the highest of any 
category in the table. 


While the general regional pattern prevailed for both males and females, there were some 
notable gender differences as shown by the ratios of female-to-male unemployment that deviated 
considerably from unity. Specifically, female unemployment rates were unusually high relative to 
male rates in Prince Edward Island, Nova Scotia, and British Columbia, and they were low 
relative to male rates in Manitoba. 


8.2.7 Census metropolitan areas 


Unemployment rates tended to be slightly lower in census metropolitan areas than elsewhere. The 
exception is Montréal, where the rate was about the same as areas of the country outside census 
metropolitan areas. 


8.3 1991 REGRESSION ESTIMATES OF DETERMINANTS OF UNEMPLOYMENT 


The previous analysis focused on how unemployment rates varied by personal and environmental 
factors such as age, education, marital status, and region. This is useful because it tells us the 
gross relationship between unemployment and each of these factors. However, that relationship 
may reflect a combination of factors. For example, a negative relationship between age and 
education may reflect the impact of age, but it may also reflect the fact that younger people tend 
to have higher levels of education, and it is the impact of higher education, not age, that leads to 
lower unemployment. In regression analysis, the estimated regression coefficients indicate the 
separate and independent impact of the variables, after controlling for the effect of the other 
variables included in the regression. 


The regression coefficients of Table 8.2 give the effect on the probability of unemployment of 
being in a particular category relative to the omitted reference category. (The omitted reference 
categories do not have regression coefficients.) The independent variables are the same as those 
used in Table 8.1, which gave the average unemployment rate according to each of these 
variables. The ¢ statistics, which indicate whether the relationship is statistically significant, are 
given in Appendix 8.4. Since the relationships are usually statistically significant, the ¢ statistics 
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are seldom discussed in the text, unless they merit such consideration. Since the dependent 
variable in this case is dichotomous or binary coded (that is, 1 if unemployed, 0 otherwise), then 
procedures like logit analysis are formally appropriate, as with the participation equations 
discussed in Chapter 3. The logit results are presented in Appendix 8.6. Because they are similar 
to the regression results, the regression results are discussed in the text because they are simpler 
to present. 


TaBLe 8.2 


UnempLoyment Equations, 1991 Specirication, (ORDINARY LEAST-SQUARES LINEAR 
PROBABILITY ESTIMATES) 


Female Male 
Variable x Mean Coefficient Mean Coefficient 
Age 
15-24 18.8 ne 16.7 1 
25-34 29.2 -2.5 28.2 -0.9 
35-44 27.0 -6.0 25.8 -2.6 
45-54 16.3 -7.2 Tes -3.2 
55-64 7.3 -6.5 9.8 -2.3 
65+ 16 -8.7 2.2 -4.6 
Vocational training 
No vocational training 68.0 Ase 68.7 eee 
Vocational training 32.0 0.1 31.3 0.2 
Degree, certificate or diploma 
No degree, certificate or diploma 27.0 ne 32.2 Re 
High school graduate 28.6 -3./ 23.4 —43 
Trade certificate or diploma 9.5 -4.5 16.1 -3.4 
Other non-university certificate 18.1 -5.7 11.6 -6.2 
University diploma below bachelor level 2.9 -7.2 17 -6.3 
Bachelor's degree(s) 9.9 -6.4 9.4 =1.6 
University degree above bachelor’s 1.6 -6.5 1.5 -7.3 
Degree in medicine, dentistry, veterinary science or optometry 0.3 -9.5 0.7 -10.1 
Master’s degree(s) 1.9 -5.6 2.8 —7.5 
Doctorate degree 0.2 -9.3 0.7 77 
Marital status 
Never married, single 25.5 ore 27.7 AG 
Common law 8.9 3 8.4 -2.0 
Married 54.8 0.0 58.0 -75 
Separated 2.8 3.8 2.0 -0.9 
Widowed 23 0.9 0.6 43 
Divorced 5.8 Zu 3.3 -1.1 
Languages known 
English only 66.7 fs 67.9 aa 
French only 12.7 0.1 Ae 1.1 
Both English and French 19.8 -0.6 19.9 -0.7 
Neither English nor French 0.7 7.9 0.6 Saif 
No non-official languages known 81.3 Os 80.7 ae 
Some non-official languages known 18.7 0.6 19.3 0.9 
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TaBLe 8.2 (CONCLUDED) 


UnempLoyment Equations, 1991 Specirication, (ORDINARY LEAST-SQUARES LINEAR 
PROBABILITY ESTIMATES) 


RE ES FOSS SS A SSE I SEE 


Female Male 

Variable Mean Coefficient Mean Coefficient 
Immigrant status 

Non-immigrant 81.8 ee 81.0 

Immigrant 18.2 vA 19.0 0.8 
Visible minority status 

Not visible minority 91.1 ait 91.6 a 
Visible minority 8.9 40 8.4 3.0 
Aboriginal origins 

Non-Aboriginal 96.9 as 97.1 Pa, 
Aboriginal Sat 6.2 2.9 10.0 
Province 

Ontario 38.5 ae 37.4 es 
Newfoundland 1.8 20.0 1.9 20.6 
Prince Edward Island 0.5 47 0.5 Viz 
Nova Scotia 3.0 Be C2 OED 
New Brunswick 2.4 7A 2.5 (hil 
Quebec 24.3 4.4 24.7 3.2 
Manitoba 40 -1.4 40 -1.1 
Saskatchewan 30 -1.7 3.6 -2.8 
Alberta 9.6 -0.8 9.9 -1.5 
British Columbia WAI 3.1 12.0 1.4 
Yukon and Northwest Territories 0.3 2.3 0.3 0.2 
Census area 

Non-census metropolitan area 36.9 ee 39.4 a 
Toronto 1587, -1.6 14.7 -0.7 
Montréal 11.6 -1.4 11.4 -1.1 
Vancouver 6.4 -3.5 6.1 -2.2 
Other census metropolitan area 29.4 -1.1 28.5 -0.4 
Intercept 15.6 18.0 
Sample size 96,749 117,659 
PR? 0.03 0.05 
Average unemployment rate 10.2 10.0 


RS SS SSS SS SSS SSS ES 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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Table 8.2 also gives the mean values for each of the independent variables. For categorical 
variables as used throughout the table, these are simply the proportion of persons in each category. 
This is useful information to have because a variable could have, say, a large impact on the probability 
of unemployment, but it may not be important since few people are in that category. 


While the regression coefficients give the effect on the probability of unemployment, of being 
in a particular category relative to the reference category, those impacts should be judged relative 
to the average probability of being unemployed—the average unemployment rate, which was 
10.2% for females and 10.0% for males. 


8.3.1 Age 


The probability of unemployment generally drops steadily with each higher age bracket, as 
shown by the negative regression coefficients in Table 8.2. For example, females aged 35 to 44 
had an unemployment probability that was 6.0 less than females aged 15 to 24. Females age 45 to 
64 had an even lower probability of 7.2 less than females age 15 to 24, which also means that they 
had an unemployment probability that was 1.2 (that is, 7.2 minus 6.0) lower than the 35-to-44 age 
group. These probabilities of unemployment for the age groups spanning 35 to 64, which were 
6.0 to 7.2 lower than the youngest age group, 15 to 24, are substantial, given that the average 
probability of unemployment was 10.2% for females of all ages. 


A similar pattern prevails for males, although the magnitudes are much smaller. Males in the 
age groups that span 35 to 64 had probabilities of unemployment that were 2.3% to 3.2% less 
than males in the youngest age group 15 to 24 (about half of the magnitude for females). In 
essence, among both females and males, the probability of being unemployed tends to decline 
with age, and the magnitude of that decline is about twice as great for females than for males. 


8.3.2 Education 


There is no significant difference in the unemployment probability of females or males with 
vocational training as opposed to those with no vocational training. The probabilities do generally 
decline steadily, however, with higher levels of education, and the magnitudes are substantial. 


For example, women’s probability of unemployment, relative to women with less than high 
school education, was: 3.7% lower if they had graduated from high school; 4.5% lower if they 
had a trade certificate or diploma; 7.2% lower if they had a university diploma below the 
bachelor’s level; 6.4% if they had a bachelor’s degree; 6.5% if they had a degree above a 
bachelor’s; 9.5% if they had a professional degree in medicine, dentistry, veterinary science, or 
optometry; 5.6% if they had a master’s degree; and 9.3% if they had a doctorate. 


Among males, a similar pattern prevails. Clearly, additional education tends to be associated 
with significantly lower probabilities of being unemployed.’ 


8.3.3 Marital status 


The effects of the marital status variables are quite different for females and males. 


Among females, the probability of unemployment was the same or higher for every marital 
status relative to never-married, single females. Married women’s probability of unemployment 
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was the same as that of the reference category, whereas married men’s probability was 7.5% 
lower than that of never-married, single men. 


In fact, among males the probability of unemployment was lower for every marital status 
category relative to being single and never married. 


Clearly, being married substantially reduces the probability of being unemployed for males 
but not for females, while being separated or divorced increases the probability for females but 
slightly decreases it for males. 


This may be because employers might be reluctant to lay off married men. As well, married 
men may be under financial pressure to accept job offers while unemployed, rather than waiting 
for a particular job. 


8.3.4 Language 


The probability of unemployment varied little by language status, with one exception; those who 
knew neither English nor French had a much higher unemployment probability. Relative to 
persons who knew English only, those who knew only French had a marginally higher 
unemployment probability. Bilingual people had a marginally lower probability—so marginal it 
was statistically insignificant for females and only barely significant for males. 


This contrasts with the picture portrayed in the previous table, where the mean unemployment 
rate itself was substantially higher for those who spoke French only. That relationship tends to 
disappear after controlling for the impact of other variables that influence unemployment. Being 
a unilingual francophone is not by itself associated with substantially higher unemployment rates; 
rather, unilingual francophones are associated with other variables that lead to higher 
unemployment rates. 


Knowing some non-official language is associated with a higher probability of 
unemployment, although the effect is small, less than 1% for females and males. 


8.3.5 Immigrant status 


After controlling for the effect of other determinants of unemployment, immigrants had a slightly 
higher unemployment probability relative to non-immigrants (1.7% higher for females and 0.8% 
higher for males). 

Although the probability was only slightly higher for males, it is of the opposite sign to that 
of the gross relationship in Table 8.1, where male immigrants had a slightly lower unemployment 
rate (9.3%) than did non-immigrants (10.2%). This suggests that, in the aggregate, male 
immigrants had a slightly higher unemployment rate than non-immigrants because they are 
associated with other characteristics that give rise to a lower unemployment rate. Their immigrant 
status by itself tends to increase their probability of being unemployed, albeit by a small 
magnitude. 


8.3.6 Visible minority status 


The probability of being unemployed was still significantly higher for visible minority women 
and men, and especially for people of Aboriginal ancestry, after other variables are controlled for. 
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Interestingly, the magnitudes of these effects are almost the same as the difference in the average 
unemployment rates between the groups. For example, visible minority women had 
unemployment rates averaging 3.9 (that is, 13.8 minus 9.9) percentage points higher than non- 
visible minority women, and a near-identical (4.0%) higher unemployment probability compared 
with non-visible minority women, even after controlling for the effect of other determinants of 
unemployment. This suggests that it is their visible minority status per se that accounts for their 
higher average unemployment. Their other characteristics either do not affect their probability of 
being unemployed, or they cancel each other out. 


8.3.7 Province 


Substantial differences in the probability of being unemployed prevailed across the provinces, 
even after controlling for the impact of other determinants of unemployment. Of particular note, 
the unemployment probability was 20.0% higher for females and 20.6% higher for males in 
Newfoundland relative to Ontario. Although of a lesser magnitude, the probabilities also tended 
to be higher in the Atlantic provinces, and to a lesser extent in Quebec. They tended to be slightly 
lower in the Prairie provinces. 


8.3.8 Census metropolitan areas 


Relative to non-census metropolitan areas, the unemployment probability of those living in 
census metropolitan areas tended to be lower—considerably lower for females, and slightly lower 
for males. The impact was most pronounced in Vancouver, where the probability of being 
unemployed was 3.5% less for females and 2.2% less for females. 


The extremely low R? values highlight that the variables included in the regression analysis are 
only able to explain 3% of the variation in the women’s unemployment probability and 5% of men’s. 
This is even lower than the 4% and 10% R’ values, respectively, for females and males for weekly 
hours, and much lower than the R’ values of around 40% for labour force participation and earnings. 


Unemployment, especially for females, may be more of a random event, unrelated to the 
variables included in the regression equations. As well, unemployment may be determined more 
by the peculiarities of each individual’s circumstances than by the more general factors included 
in the regression. Whatever the reason for the low R? values, we should be extremely modest in 
trying to explain variations in unemployment probabilities. 


8.4 COMPARISONS ACROSS THE 1971, 1981 AND 1991 CENSUSES 


Tables 8.3, 8.4 and 8.5 show the ordinary least-squares estimates of the determinants of the 
probability of unemployment, separately for females and males, respectively for 1971, 1981 and 
1991. The corresponding f statistics are given in Appendix 8.5. Since they are almost always 
significant at conventional levels, they are discussed in the text only when relevant. 


Logistic regression was also used, as with the 1991 specification, because of the dichotomous 
nature of the dependent variable, which was coded 1 if the person was unemployed, 0 otherwise. 
The logistic regressions are given in Appendices 8.7, 8.8 and 8.9. The ordinary least-squares 
equations are discussed in the text, since they are simpler to present than the logit equations and 
the results are similar. (When this is not the case, it will be noted.) 


WomeN AND THE CANADIAN LABOUR MARKET: TRANSITIONS TOWARDS THE FUTURE 


188 


For comparison over time, it was necessary to have a common specification across the three 
census years, which required a narrower set of variables and categories than was used in the full 
1991 specification. Fortunately, the 1991 results from the narrower historical specification are 
similar to those from the full specification, which gives some confidence in the historical 
specification. The explicit decisions that were made to construct the common specification are set 
out in Appendix 8.3. 


Since the emphasis is on how the determinants of female and male probabilities of being 
unemployed have changed over time, it is instructive to contrast the results across the three tables, 
both the mean values and regression coefficients. Comparisons of mean values are informative, 
since they show the changing composition of the female and male labour forces with respect to 
factors that influence their unemployment probabilities. Comparisons of regression coefficients 
are relevant, since they show how the relationship between the variables and the probability of 
being unemployed are changing. To make the presentation manageable, emphasis will be placed 
on those changes in the coefficients that are most substantial across the census years. 


8.4.1 Age 


Among both females and males, the probability of being unemployed tends to drop substantially 
after age 15 to 24 (see Tables 8.3, 8.4 and 8.5). For females, the probabilities tend to decline 
slightly with each successive age group. Among males, the probabilities of being unemployed in 
the age groups spanning 25 to 64 tend to level off. 


TaBLe 8.3 


UnempLoymeNT Equations, Common SpeciFicATION ACROSS THREE CENSUSES, 
(Orpinary Least-squares LINEAR Prosaeitity Estimates), 1971 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 32.0 ies 22.5 ~ 
25-34 20.9 -7.6 23.8 -6.6 
35-44 18.1 -9.8 20.6 -6.7 
45-54 16.7 -9.5 18.1 -6.9 
55-64 9.9 -10.9 11.9 -6.2 
65+ 2.4 -8.0 3.1 -2.9 
Vocational training 
No vocational training 85.0 ae 82.0 ae 
Vocational training 15.0 -0.4 18.0 0.0 
Degree, certificate or diploma ; 
No high school diploma Dae ae 65.1 ae 
High school graduate 29.3 =3.3 19.5 —2.7 
Some postsecondary 8.2 -3.1 7.2 -1.6 
Bachelor's degree So -5.8 SO -4.2 
Post-bachelor’s 0.2 1.6 0.4 -1.3 
Postgraduate degree 1.8 -44 4.3 -4.2 


a 
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TaBLe 8.3 (CONCLUDED) 


Unempcoyment Equations, Common SpeciFicaTioN ACROSS THREE CENSUSES, 
(Orpinary Least-squares LineaR Prosasitity Estimates), 1971 


Female Male 
Variable Mean Coefficient Mean __ Coefficient 
Marital status 
Single 33.3 se 26.0 re 
Married 55.4 -1.3 69.5 -7.2 
Separated, widowed, divorced led 0.2 45 -0.9 
Languages known 
English only 69.1 a 68.0 0 
French only WAS 0.8 11.9 3.7 
English and French r 17.0 0.7 19.2 1.4 
Neither English nor French 1.4 -1.8 1.0 0.9 
Immigrant status 
Non-immigrant 80.0 = 79.7 as 
Immigrant 20.0 Wel 20.3 0.5 
Province 
Atlantic provinces 7.0 + 8.1 Es 
Quebec 24.7 1.3 25.9 -0.6 
Ontario 40.8 0.5 38.2 -2.1 
Prairie provinces Wiel -0.5 17.1 -3.0 
British Columbia 10.5 2.6 10.7 0.4 
Intercept adi 16.2 & 19.1 
Sample size re 30,343 pie 57,032 
R? = 2.8 = 5.1 
Average unemployment rate fe 8.9 a 74 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. The t statistics are given in 
Appendix 8.4. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971. 
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TasLe 8.4 


UnempLoyment Equations, Common SpEciFicaTioN ACROSS THREE CENSUSES, 
(Orvinary Least-squares Linear Prosasitity Estimates), 1981 


Female Male 
Variable Mean Coefficient Mean Coefficient 
Age 
15-24 29.8 ae 23.8 A 
25-34 27.9 -8.6 27.6 -6.5 
35-44 18.8 -11.4 19.6 -8.1 
45-54 14.0 -12.7 15.9 -8.4 
55-64. 8.0 -13.9 10.9 -7.6 
65+ 15 -16.5 22 -10.8 
Vocational training 
No vocational training 73.6 x 73.0 *, 
Vocational training 26.4 0.4 27.0 4 
Degree, certificate or diploma 
No high school diploma 38.6 & 43.0 - 
High school graduate 26.1 -§.2 19.3 4.2 
Some postsecondary 26.4 -6.4 26.1 -4.6 
Bachelor's degree 6.4 -7.5 74 -5.8 
Post-bachelor’s el! -7.4 le? -6.1 
Postgraduate degree 1.4 -7.5 oo -5.9 
Marital status 
Single 30.3 i 28.6 as 
Married 58.9 -1.8 66.0 -8.1 
Separated, widowed, divorced 10.8 0.3 53 -2.4 
Languages known 
English only 66.9 = 67.1 = 
French only 13.5 3.3 12.6 43 
English and French 18.7 al 19.7 1.0 
Neither English nor French 0.9 1.6 0.6 3.1 
Immigrant status 
Non-immigrant 81.2 a 80.9 f: 
Immigrant 18.8 0.3 19.1 0.4 
Province 
Atlantic provinces 7.3 & 7.9 a 
Quebec 24.9 -43 25.9 -4.6 
Ontario 38.6 -8.3 36.5 -7.2 
Prairie provinces 17.6 -11.4 18.2 -9.4 
British Columbia Ulery -7.1 11.6 -6.6 
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TaBLe 8.4 (CONCLUDED) 


Unempcoyment Equations, Common SpeciFicaTioN ACROSS THREE CENSUSES, 


(Oroinary Least-squares Linear Prosasitity Estimates), 1981 


Variable 


Intercept 

Sample size 

R? 

Average unemployment rate 


Mean Coefficient 


Female 


30.3 
99,774 
0.05 
11.5 


Mean Coefficient 


28.0 
144,275 
0.07 

8.9 


Notes: The reference category for categorical variables is indicated in bold, unshaded type. Statistical significance is 
not denoted, because the variables were almost always significant at conventional levels. The tstatistics are given 


in Appendix 8.4. 
figures not available 
figures not applicable 


Source: Census of Canada, Individual Public Use Micro-data Files, 1981. 


Taste 8.5 


Unemployment Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 


(OrvinaryY Least-squares LINEAR ProsasiLity Estimates), 1991 


Variable 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No high school diploma 
High school graduate 
Some postsecondary 
Bachelor’s degree 
Post-bachelor’s 
Postgraduate degree 


18.7 
29.2 
27.0 
16.3 
7.3 
1.5 


68.0 
32.0 


27.0 
28.6 
30.5 
oP 
1.6 
2.4 


Female 


Coefficient 


=p 
-6.4 
7.8 
chs0 
-10.0 


16.7 
28.2 
25.8 
17.3 
9.8 
2:2 


68.6 
31.4 


32.1 
23.4 
29.4 
9.4 
1.5 
42 
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Male 


Coefficient 


13 


moe 
=ig 
-8.5 


Taste 8.5 (CONCLUDED) 


UNempPLoyment Equations, Common SpeciFicaTion ACROSS THREE CENSUSES, 
(Orpinary Least-squares Linear Prosasitity Estimates), 1991 


SE A RY ET A SR 


Female Male 

~ Variable Mean Coefficient Mean Coefficient 
Marital status 
Single 25.5 a Cet = 
Married 63.6 0.3 66.4 -6.2 
Separated, widowed, divorced 10.9 2.5 5.9 -0.7 
Languages known 
English only 66.6 xa 67.7 es 
French only 12.8 -0.1 11.8 1.0 
English and French 19.9 -1.0 20.0 -1.0 
Neither English nor French 0.7 8.7 0.6 6.7 
Immigrant status 
Non-immigrant 81.7 e. 80.9 ‘S. 
Immigrant 18.3 2.9 19.1 1.9 
Province 
Atlantic provinces le - Tea = 
Quebec 24.5 -5.5 24.9 -5.9 
Ontario 38.8 -10.2 37.7 -9.4 
Prairies 17.2 -10.9 17.6 -10.5 
British Columbia 12.2 -7./ 12.1 -8.3 
Intercept As 208 A 28.0 
Sample size +8 95,974 116,744 
R? 2 0.03 ¥. 0.04 
Average unemployment rate es 10.2 a 10.0 


Notes: The reference category for categorical variables is indicated in bold, unshaded type. Statistical significance is not 
denoted because the variables were almost always significant at conventional levels. The f statistics are given in 
Appendix 8.4. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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The most pronounced change over the three census years occurred in the 65-and-over age 
group. In 1971, the probability of unemployment, especially among men, approached the higher 
unemployment rate of the reference category, ages 15 to 24. (In other words, the negative 
coefficients for the 65-and-over groups were smaller than for most of the age groups between 25 
to 55, indicating that the probability of unemployment became larger relative to those age 
groups.) In 1981 and 1991, however, this pattern was reversed. The largest negative coefficients 
occurred in the 65-and-over groups. So, in 1971 those 65 and over had a relatively high 
probability of being unemployed; in 1981 and 1991 they had the lowest probability of being 
unemployed. 


While the precise reasons for this are beyond the scope of this analysis, it likely reflects the 
fact that by the 1980s and 1990s older workers who lost their jobs tended to leave the labour force 
rather than remain in it and look for work. This is supported by the results in Chapter 3, where the 
participation probabilities for those 65 and over were considerably lower in 1981 and 1991 than 
in 1971. Whether this greater tendency to drop out of the labour force reflects greater pension 
support and other income security for older workers, or the reduced chances of them finding 
work, remains an interesting question. 


8.4.2 Education 


In 1971, vocational training had no significant impact on women’s or men’s unemployment 
probabilities. By 1981 and 1991, however, it was associated with a slightly higher unemployment 
probability of about one percentage point. This positive relationship between vocational training 
and unemployment could reflect several factors: the inability of vocational training to stem the 
tide of rising unemployment that affected most groups; the need for higher-skilled training; or the 
possibility that unemployed persons were more likely to take vocational training. 


Among both females and males, there is a strong relationship between higher levels of 
education and reductions in the probability of being unemployed across all three census years. 


In 1971 and 1981, that relationship appears to be stronger for females than males, as exhibited 
by the generally larger negative coefficients for females compared with males. By 1991, however, 
the effect of higher education in reducing the probability of unemployment was slightly lower for 
females than males (that is, the negative coefficients were generally smaller for females than for 
males). For example, compared with those who had not graduated from high school, persons with 
a bachelor’s degree had an unemployment probability that was 5.8 points lower for females and 
4.2 for males in 1971, 7.5 for females and 5.8 for males in 1981, and 6.9 for females and 8.2 for 
males in 1991. By and large, then, those with bachelor’s degrees had a significantly lower 
unemployment probability compared with those who had not graduated from high school. 


Some of the lessening of the positive effect for females relative to males by 1991 may reflect 
the fact that females were disproportionately acquiring higher education such as bachelor’s 
degrees. For example, the proportion of persons with a bachelor’s degree (that is, mean values), 
respectively for females and males, was 3.3% and 3.5% in 1971, 6.4% and 7.1% in 1981, and 
9.9% and 9.4% in 1991. The proportion of people with a bachelor’s degree grew, but that 
tendency was stronger for females than males. This greater competition for jobs among females 
with a bachelor’s degree may have reduced the otherwise positive impact of such a degree on the 
probability of unemployment. 
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8.4.3 Marital status 


A strong gender difference prevails across the three years in the impact of marital status on the 
probability of unemployment. In all three years, married men had a probability of being unemployed 
that was approximately 6-to-8 percentage points lower than that of single, never-married men. 


Among married women, the probabilities were only slightly lower than for single, never- 
married females in 1971 and 1981, and they were actually slightly higher by 1991. Similarly, 
women who were separated, widowed or divorced saw their unemployment probabilities 
continually increase relative to single, never-married females over the three census years. Clearly, 
marital status has a different impact on the women’s probability of unemployment compared with 
men’s. Marriage substantially reduced the probability for men, but had little impact on women’s 
probability. 


8.4.4 Language 


Substantial changes have occurred with respect to the impact of language on the probability of 
being unemployed, especially over the 1980s. In 1991, the probability of unemployment was 
almost the same among both women and men who spoke French only compared with the 
reference category, those who spoke English only. This is in contrast to 1971 and 1981, when the 
probability of unemployment was usually much higher for those who spoke French only. 


Similarly, by 1991, the probability of unemployment was slightly lower for bilingual women 
or men compared with those who spoke only English. This reversed the pattern in 1971 and 1981, 
where bilingual people had slightly higher unemployment probabilities than did those who spoke 
English only. 


The largest change, however, was the huge increase over time in the unemployment 
probability of those who speak neither English nor French relative to those who speak only 
English. By 1991, the probability of unemployment was 8.7 percentage points higher for females 
who spoke neither English nor French, compared with females who spoke only English. The 
corresponding figure for males was 6.7. This was a dramatic increase over 1971 and 1981, when 
the probabilities of being unemployed were only slightly higher for those who could speak 
neither official language, and in fact were 1.8 percentage points lower for females who could 
speak neither language compared with females who could speak English only. Over the 1980s, 
bilingual people saw their unemployment probability fall relative to those who spoke English 
only. This was also especially true among those who spoke French only. Those who spoke neither 
of the official languages saw a substantial rise in their probability of being unemployed. 


8.4.5 Immigrant status 


Over the 1980s, female and male immigrants saw a substantial increase in their probabilities of 
unemployment relative to non-immigrants. In 1971 and especially in 1981, the probability of 
being unemployed was only marginally higher for immigrants than for non-immigrants—usually 
less than 1 percentage point higher. By 1991, however, the probability of being unemployed was 
2.9 percentage points higher for female immigrants and 1.9 percentage points higher for male 
immigrants. Clearly, immigrants’ unemployment situation, especially that of immigrant women, 
deteriorated over the 1980s. 
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8.4.6 Province 


There were also substantial changes in the regional pattern of unemployment, mainly with respect 
to the Atlantic provinces. These began in the 1970s; in 1971, the probability of being unemployed 
tended to be higher for females and lower for males in most regions relative to the Atlantic 
provinces. By 1981, however, a stronger and more consistent pattern emerged—substantially 
lower unemployment probabilities associated with females and males in all regions compared 
with Atlantic Canada. In terms of the probability of being unemployed in 1981, the ranking of the 
regions from high to low was: the Atlantic provinces, Quebec, British Columbia, Ontario, and the 
Prairies. This same regional ranking persisted into 1991; unemployment probabilities for females 
and males were similar within each region—they differed by less than one percentage point. 


8.5 SUMMARY AND CONCLUDING OBSERVATIONS 


The unemployment rate is a crucial economic indicator. It reflects the hardship suffered by 
individuals and their families, as well as unused human potential and wasted resources. The 
unemployment rate is also a barometer for the aggregate state of the economy and the degree of 
slack or tightness in labour markets. 


It is also associated with a wide range of policy concerns: the continuous ratcheting up of 
unemployment, especially since the Second World War; the increased importance of long-term 
unemployment; the severe social and psychological effects of unemployment on individuals and 
society at large; the growing unemployment gap between Canada and the United States; the 
impact of unemployment insurance; the feasibility of sharing work to reduce unemployment; and 
the feasibility of using wage flexibility to reduce unemployment. 


Since the Second World War, unemployment rates in Canada have exhibited considerable 
cyclical fluctuation, and a pronounced upward trend. After each cyclical unemployment rate peak, 
they tended to drop, but not to their pre-recession level, so that unemployment rates have 
ratcheted upwards each decade. 


Prior to the mid-1960s, females’ unemployment rates were consistently below those of males. 
In the second half of the 1960s, the two rates converged. Since then, they have exhibited a mixed 
pattern: slightly above male rates in the 1970s; very similar over much of the 1980s; and slightly 
below male rates in the late 1980s and 1990s. 


In 1991, for both females and males the probability of being unemployed tended to drop 
steadily with age; the magnitude of that decline was about twice as great for females as for males. 


The probability of unemployment does not seem to drop for persons with vocational training, 
although it does drop substantially for both women and men with higher levels of education. 


Being married substantially reduces the probability of unemployment for males but not for 
females. Being separated, widowed or divorced increases the probability for females but slightly 
decreases it for males. 


The probability of being unemployed does not vary much by language status, except that it is 
considerably higher for those who speak neither English nor French. 


Immigrants have a slightly higher probability of unemployment than do non-immigrants, 
once the impact of other determinants of unemployment are controlled for. 
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Visible minorities and Aboriginals have a considerably higher probability of being 
unemployed. This is true for both females and males. 


Probabilities of being unemployed are substantially higher in the Atlantic provinces, 
especially in Newfoundland, relative to the rest of Canada; this prevails for both women and men. 


The probabilities of being unemployed tend to be lower in census metropolitan areas 
“ compared with non-census metropolitan areas, especially among females. 


The patterns discussed above that prevailed in 1991 sometimes were similar to those that 
prevailed in 1971 and 1981, and sometimes they changed markedly over the three censuses. 


With respect to the relationship between age and unemployment, the most pronounced change 
occurred with the 65-and-over age group. In 1971, their probability of unemployment increased 
relative to the age group 25 to 65. In 1981 and 1991, that relationship reversed. Their probability 
of unemployment fell substantially relative to the reference age group. 


Higher education was associated with lower unemployment probabilities across the three 
census years. This association was especially strong for females in 1971 and 1981, although it 
weakened for them by 1991, perhaps reflecting the larger number of better-educated women 
competing for high-skill jobs. 

Across the three census years, marriage substantially reduced men’s unemployment 
probability, but it had little impact on women’s. 


Over the 1980s, there were reductions in the unemployment probability for bilingual persons, 
and for those who spoke only French, relative to those who spoke only English. However there 
were substantial increases in unemployment probabilities for those who spoke neither of the 
official languages. 


Immigrants’ unemployment situation, especially that of female immigrants, was similar to 
non-immigrants in 1971 and 1981, but deteriorated by 1991. 


In 1971, the probability of being unemployed tended to be somewhat higher for females and 
lower for males in most regions, relative to the Atlantic provinces. In 1981 and 1991, however, 
both females and males had substantially lower unemployment probabilities in all of the regions, 
relative to Atlantic Canada. The ranking of the regions for unemployment probability, from high 
to low, was: the Atlantic provinces, Quebec, British Columbia, Ontario and the Prairie provinces. 
Females’ and males’ unemployment probabilities were similar in each region. 


Since the 1970s women’s unemployment situation has deteriorated in two respects: it has 
risen to approach the higher male rate; and both have ratcheted upwards with each successive 
recession. This has a substantial impact on the female work force, and policies that relate to 
unemployment should take that into account. The deteriorating employment situation is 
particularly acute for immigrant women, for women who speak neither official language, and for 
less-educated women. In essence, the growing unemployment problem hurts those already 
disadvantaged. 
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ENDNOTES 


Issues Of gender and unemployment are discussed, for example, in Rubery (1988). Card and Riddell (1993) use data 
from the 1980 and 1987 Survey of Consumer Finances to show that much of the growth of relative unemployment 
among Canadian women during the 1980s can be attributed to the fact that when they are not employed they are 
increasingly likely to remain in the labour force as unemployed rather than drop out altogether. This also accounts for 
some of the rising gap between unemployment rates in Canada and the United States, since in the United States 
unemployed women are more likely to drop out of the labour force. Myatt and Murrell (1990) use Labour Force 
Survey data over the period 1976 to 1987, and conclude that most of the increasing female unemployment rate 
relative to the male rate can be attributed to minimum wage legislation, and very little can be attributed to labour 
force bottlenecks that inhibited absorbing the influx of women into the labour market. 


. See Corak (1993), Devereaux (1992) and Gera and McMullen (1991). 


. Canadian evidence, and reviews of other studies, are contained in D’Arcy (1986), D’Arcy and Siddique (1985), 
Catalano (1991), Jin, Shah and Svoboda (1994), Kirsh (1992), and Pautler and Lewko (1984). 


4. See Card and Riddell (1993) and references cited therein. 


._ The national unemployment insurance program was recently renamed Employment Insurance. In this discussion, 
however, the traditional, generic name for the program will be used. 


. An unemployment insurance program usually includes benefits for the unemployed, and often includes retraining 
programs, financial assistance and related services to help workers find a new job. 


. Given the similarity between the concepts of unemployment, it is not surprising that the unemployment rates from 
the census and the Labour Force Survey are almost identical. As shown below, the census unemployment rates, 
which refer to the week prior to the enumeration week of June 4, 1991, were 10.2% for females and 10.0% for 
males. The Labour Force Survey rates for all of June 1991 were 9.6% for females and 10.1% for males. Source: 
Statistics Canada, Historical Labour Force Statistics, Catalogue no. 71-201, 1995, pp. 224, 230. 


. Data exclusions and adjustments to provide comparability when 1971, 1981 and 1991 census data are used, are 
Outlined in Appendix 8.1. Variable definitions are given in Appendix 8.2 for the 1991 specification, and Appendix 8.3 

for the common 1971, 1981 and 1991 specification. 

. Based on data from the Labour Force Survey and the Survey of Consumer Finances, over the period 1979 to 1993, 
Crompton (1995) documents that labour market success, measured by employment, earnings and unemployment, 

has greatly deteriorated for young men and women with only a high school certificate. 
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Apprennix 8 


Appenpix 8.1 
Data ExcLusions AnD Comparasitity ADJUSTMENTS 


The data exclusions used in this analysis of unemployment are the same as those used in Chapter 
3 on the labour force participation decision, since unemployment is one of the states of labour 
force participation. For the 1991 Census data, it was possible to be very inclusive, since most of 
the census population could have participated in labour market activities as an unemployed 
person. The exception is those under the age of 15; they were excluded because they normally 
would be required to be in school instead of engaging in regular labour market activities. These 
persons were excluded via the labour force categorization itself. This is because the labour force 
participation decision was recorded only for those 15 and over, excluding institutional residents, 
who, in the week prior to enumeration on June 4, 1991 were employed, unemployed or not in the 
labour force. 


With respect to the historical 1971, 1981 and 1991 comparisons, it was necessary to exclude 
some observations in particular years so as to have a common specification across the three 
census years. 


Specifically, in the 1971 Census, data on the geographic code for persons in Prince Edward 
Island, Yukon and Northwest Territories were not available, since these areas did not meet the 
population requirement of 250,000 residents. To facilitate comparability across the three census 
years, persons in these regions were also excluded from the 1981 and 1991 Censuses in the 
historical analysis. 


The 1991 Census marked the first time that a question on the number of children ever born 
alive was asked of all women—including never married—15 years of age and over. In previous 
censuses, the question was asked only of ever-married females 15 years of age and over. For 
comparability purposes, in the historical analysis involving the 1991 data, never-married females 
were recorded as having no children ever born. Specifically, if the females’ legal marital status 
MARSTLP (Field 17) were coded as 4 for never married, then their fertility status FERTFHP 
(Field 19) was coded as | for no children ever born. This corresponds to the way such females 
would have been coded in the previous census. 
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Appennix 8.2 
Variasce Derinitions, 1991 SpeciFicaTion 


The census fields and codes used to define all of the variables used for the 1991 unemployment 
analysis are given in the Appendix 5.3, which also includes a comprehensive list of variables used 
in the earnings analysis but not used in this unemployment analysis. The only variables used in 
this chapter and not in Chapter 5 are: 


Variable Field Code 
Unemployment 84 4 3-10 


No children 11 1 
At least one child under 2, none over 5 11 2 
No children under 2, some 2-5 11 3 
Some children under 6, some over 5 11 4 
No children under 6, some 6-14 11 5 
No children under 15, some over 14 11 6 


Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 


Appenpix 8.3 
Variasce Derinitions, Common Specirication, 1971, 1981, 1991 Censuses 


The census fields and codes used to define all of the variables used for the 1971, 1981 and 1991 
historical unemployment analysis are given in Appendix 5.4, which also includes a 
comprehensive list of the variables used in the earnings analysis but not used in this 
unemployment analysis. The only variables used in this chapter and not in Chapter 5 are: 
1971 1981 1991 
Variable Field Code Field Code Field Code 
Unemployment 28 45 30 5-7 84 3-10 


Some children 27 2-15 25 1-9 19 2-8 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981 and 1991. 
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Appennix 8.4 


t Statistics, UNempLoymeNnt Equations, 1991 Specirication (OnpINARY LeAsT-SQUARES LINEAR 
PROBABILITY EsTIMATES) 


Variable Female Male 
~ Age 

15-24 =, ¥ 
25-34 -7.67 -3.13 
35-44 -16.95 -7.71 
45-54 -18.26 -8.84 
55-64 -13.59 -5.50 
65+ -9.97 -7.10 
Vocational training 


No vocational training ay P 
Vocational training 0.27 0.47 


Degree, certificate or diploma 


No degree, certificate or diploma 


High school graduate 14.11 18.11 
Trade certificate or diploma -6.94 -5.96 
Other non-university certificate -9.36 -10.56 
University diploma below bachelor level -11.59 -9.03 
Bachelor’s degree(s) -16.23 -22.06 
University degree above bachelor’s -8.27 -10.17 
Degree in medicine, dentistry, veterinary science or optometry -5.55 -9.85 
Master’s degree(s) =7-51 -13.57 
Doctorate degree : -4.07 -7.34 
Marital status 
Never married, single ae, - 
Common law 3.26 -5.70 
Married -0.14 -28.86 
Separated 6.00 -1.38 
Widowed 1.30 -3.78 
Divorced 4.86 -2.05 
Languages known 
English only 4 fe. 
French only 0.24 2.44 
Both English and French -1.78 -2.16 
Neither English nor French 6.83 5.01 
No non-official languages known ” ny 
Some non-official languages known 2.12 3.40 
Immigrant status 
Non-immigrant uf e 
Immigrant 4.97 2.70 
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Appenpix 8.4 (CONCLUDED) 


t Statistics, UnempLoyment Equations, 1991 Specirication (ORbINARY LEAST-SQUARES LINEAR 
PROBABILITY ESTIMATES) 


Variable Female Male 
Visible minority status 


Not visible minority Seth us ‘ 
Visible minority 9.68 9.59 


Aboriginal origins 


Non-Aboriginal 


Aboriginal 10.98 19.14 
Province 

Ontario ae e 
Newfoundland 26.46 31.40 
Prince Edward Island 3.36 0.94 
Nova Scotia 9.07 6.76 
New Brunswick 10.54 13.24 
Quebec 8.77 silt 
Manitoba -2.77 -2.45 
Saskatchewan -3.05 -5.71 
Alberta -2.07 -4.44 
British Columbia 6.86 3.37 
Yukon and Northwest Territories 1.34 0.11 
Census area 

Non-census metropolitan area Ey ue 
Toronto 4.45 -2.23 
Montréal -3.31 -2.88 
Vancouver -6.27 -4.46 
Other census metropolitan area —4 34 -1.69 


Notes: The reference categories for categorical variables are indicated in bold, unshaded type. Variables are statistically 
significant at the 0.01 and 0.05 level when their t statistics, respectively, are greater than 2.58 and 1.96 based on 
two-tailed tests. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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Appenoix 8.5 


t Statistics, UNEMPLOYMENT Equations, Common SPECIFICATION ACROSS THREE CENSUSES, 
1971, 1981, 1991 (Orpinary Least-squares Linear Prosaitity Estimates) 


A SR 


1971 1981 1991 
~ Variable Female Male Female Male Female Male 
‘Age 
15-24 ue hy: 3 ee a re. 
25-34 -15.29 -17.92 -29.11 -27.15 -8.37 4.38 
35-44 -18.24 -16.96 -33.60 -29.43 -18.35 -10.55 
45-54 -17.31 -16.96 -34.89 -29.32 -20.32 -12.33 
55-64 CT -17.05 -13.88 -32.18 -24.25 -15.93 -9.40 
65+ -7.26 -4.25 -19.45 -20.32 -11.76  -10.36 
Vocational training 


No vocational training an mh Re ae ef ah 
Vocational training -0.91 -0.17 0.73 2.57 2.1 2.25 


Degree, certificate or diploma 


No high school diploma a ibe ae ad ot “8 
High school graduate -8.68 -9.55 -20.16  -20.82 -15.13  -19.20 
Some postsecondary -5.08 -3.65 -11.33 -9.76 -12.65  -11.66 
Bachelor's degree -6.29 -7.20 -16.78  -18.46 -17.74 -23.99 
Post-bachelor’s 0.4 -0.70 -7.85 -9.25 8.85  -10.92 
Postgraduate degree -3.62 -7.82 -8.86 -13.86 -10.35 -18.32 
Marital status 

Single +f 2 at bs af es 
Married -3.17 = -22.67 -6.78 -38.07 1.05 -24.65 
Separated, widowed, divorced 0.36 -1.58 0.87 -6.46 6.39 -1.61 
Languages known 

English only A re a ee cat Ss 
French only 1.06 7.39 6.94 12.02 -0.20 2.26 
English and French as) WHE 3.24 3.96 -3.18 =3.35 
Neither English nor French -1.25 0.8 1.55 3.24 7.48 5.8 
Immigrant status 

Non-immigrant Py a ue i: a 3 
Immigrant 2.61 1.83 0.97 1.87 10.94 8.12 
Province 

Atlantic provinces re ae ze be be Ed 
Quebec 1.63 -1.09 -8.34 -12.64 -10.98  -13.31 
Ontario 0.82 -4.88 -20.58 -25.16 -25.75 27.01 
Prairie provinces -0.67 —6.52 -26.09  -30.38 =25.36° ~ -27.99 
British Columbia 3.29 0.87 -15.07  -19.55 -16.86  -20.62 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Variables are statistically 
significant at the 0.01 and 0.05 level, when their t statistics respectively are greater than 2.58 and 1.96 based on 
two-tailed tests. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971, 1981 and 1991. 
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Aprennix 8.6 


Logit UnempLoyment Equations, 1991 SpeciFication 


Variable 
Age 


15-24 
25-34 
35-44 
45-54 
55-64 
65+ 


Vocational training 


No vocational training 
Vocational training 


Degree, certificate or diploma 


No degree, certificate or diploma 

High school graduate 

Trade certificate or diploma 

Other non-university certificate 

University diploma below bachelor level 

Bachelor's degree(s) 

University degree above bachelor’s 

Degree in medicine, dentistry, veterinary science 
or optometry 

Master's degree(s) 

Doctorate degree 


Marital status 


Never married, single marital status 
Common law 

Married 

Separated 

Widowed 

Divorced 


Languages known 


English only 

French only 

Both English and French 

Neither English nor French 

No non-official languages known 
Some non-official languages known 


Immigrant status 


Non-immigrant 
Immigrant 


Females 
Change in t 
probability statistic 
-29 6.55 
74 ~16.29 
96 -17.46 
8.1 12.45 
-13.5 -8.63 
04 0.59 
=39 -13.33 
54 -6.01 
=i -8.31 
“14.3 ~10.33 
-9.0 -14.93 
~10.3 -7.35 
“91.1 -4.67 
TT -6.71 
-24.5 -3.38 
14 3.04 
-0.2 -0.54 
3.1 6.16 
1.0 1.38 
22 4.95 
0.0 ~0.07 
0.6 ~1.65 
44 574 
07 2.29 
17 5.29 


Males 


Change in 
probability 


li 
=e.0 
-3.2 
-1.4 
-6.2 


0.9 


-4.7 
-4.5 
-9.8 
-9.8 
-13.8 
-14.4 


-46.9 
-15.4 
-18.7 


=1-8 
-10.7 
—0'5 
-4.3 
-0.6 


0.6 
0.7 
3.5 


12 


0.8 
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t 
Statistic 


-0.63 
-6.20 
-7.50 
-3.24 
-5.94 


1.36 


-16.6 
-5.07 
-9.32 
-8.10 
-20.23 
-9.02 


-7.35 
sla 
-6.38 


-5.17 
=29.51 
-0.82 
-3.06 
=1.25 


1.43 
~2.00 
4.45 


4.13 


2.49 


Appennix 8.6 (concLuDeED) 
Logit Unempcoyment Equations, 1991 Specirication 


Females Males 
Change in t Changein t 
' Variable probability statistic probability statistic 


‘Visible minority status 

Not visible minority a SS o ne 
Visible minority Sal 9.23 3.1 9.54 
Aboriginal origins 

Non-Aboriginal 


Aboriginal 44 10.57 5.3 17.58 
Province 

Ontario oe on he 
Newfoundland Well 24.01 7.7 28.17 
Prince Edward Island 3.9 3.62 1.3 1.07 
Nova Scotia 42 9.57 on 7.24 
New Brunswick 4.9 10.71 ay! 13.31 
Quebec 3.8 9.10 3.0 7.60 
Manitoba -1.9 -2.88 -1.3 -2.38 
Saskatchewan -2.5 -3.38 -4.4 -6.01 
Alberta -1.0 -2.32 -2.0 -4.87 
British Columbia Peif 6.85 1.3 3.23 
Yukon and Northwest Territories 1.6 Welk) -0.4 -0.28 
Census area 

Non-census metropolitan area Fe . 0 $ 
Toronto -1.9 -4.44 -0.8 -2.22 
Montréal -1.6 -3.66 -1.2 -3.11 
Vancouver -4.1 -6.23 -2.6 -4.41 
Other census metropolitan area -1.3 4,44 -0.5 -1.83 
Logit intercept 1.7 43.35 1.51 56.83 
Sample size - 96,749 ae 117,659 
Chi? Pe 2,816 x: 5,356 
Average unemployment rate be 10.2 is 10.0 


a a a FA SS AI | SS 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1991. 
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Aprenoix 8.7 


Logit Unempcoyment Equations, Common SpeciFicaTION ACROSS THREE Censuses, 1971 
(CHANGE IN PROBABILITIES AT MEAN) 


Females Males 

Change in t Change in t 
Variable probability statistic probability Statistic 
Age 
15-24 “ =f she op 
25-34 -9.2 =13.13 -7.0 -13.92 
35-44 -15.0 -15.92 -7.6 -12.97 
45-54 -13.9 -15.00 -8.2 -13.07 
55-64 -19.0 -14.16 -6.2 -9.69 


65+ : -9.9 -6.04 -1.1 -1.56 
Vocational training 


No vocational training Me of e sf 
Vocational training -0.5 -1.07 -0.3 -0.87 


Degree, certificate or diploma 
No high school diploma 


High school graduate -4.0 -8.39 -3.5 -9.17 
Some postsecondary -3.7 -4,92 -1.8 -3.77 
Bachelor’s degree -9.1 -§.71 -8.6 -6.98 
Post-bachelor’s 1.3 0.40 —1.5 -0.69 
Postgraduate degree -6.7 -3.32 -11.3 -7.87 
Marital status 

Single A 2 . a 
Married -1.3 -2.93 -10.0 -21.28 
Separated, widowed, divorced 0.7 1.14 0.1 0.14 
Languages known 

English only or i ey 
French only 0.7 1.02 ZO 6.22 
English and French 0.7 1.41 1.4 4.26 
Neither English nor French -2.0 -1.15 1.1 1.01 
Immigrant status 

Non-immigrant W, nA a 
Immigrant list 2.66 0.4 1.41 
Province 

Atlantic provinces te a ‘ Pe 
Quebec eZ 1.47 -0.7 -1.26 
Ontario 0.5 0.72 -2.5 -5.19 
Prairie provinces -0.6 -0.79 4.1 -6.84 


British Columbia 2.3 3.21 0.5 0.92 
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Appenpix 8.7 (CONCLUDED) 


Logit UnempLoyment Equations, Common Specirication ACROSS THREE Censuses, 1971 
(CHANGE IN PROBABILITIES AT MEAN) 


Females Males 
; Change in t Change in t 
Variable probability statistic probability statistic 
Logit intercept 1.60 18.81 1.26 21.22 
Sample size Ee 30,343 ‘A 57,032 
Chi? ¥ 830 i 2,643 
Average unemployment rate a 8.9 ny 7.4 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1971. 
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Logit UNemPLoYMENT Equations, Common SpeciFicATION ACROSS THREE Censuses, 1981 
(CHANGE IN PROBABILITIES AT MEAN) 


Females Males 

Change in t Change in t 
Variable probability Statistic probability statistic 
Age 
15-24 ib m cr Ke 
25-34 -9.4 -24.54 -5.4 -18.65 
35-44 -15.7 -29.36 -9.7 -22.69 
45-54 -19.3 -30.19 -10.5 -22.51 
55-64 -23.4 -26.70 -7.9 -16.95 
65+ -34.2 -14.26 -22.2 -13.89 


Vocational training 


No vocational training i a ee 
Vocational training 0.8 1.12 ie SLi 


Degree, certificate or diploma 


No high school diploma 


High school graduate -6.1 -19.61 -4.9 -19.38 

Some postsecondary =9.7 -10.20 -8.9 -9.69 

Bachelor’s degree —11.8 -15.37 -11.8 -17.50 

Post-bachelor’s =12.5 -6.94 -15.8 -8.49 

Postgraduate degree -13./ -7.89 -18.0 -13.17 
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Appenpix 8.8 (CONCLUDED) 


Locit UNempLoyment Equations, Common SpeciFicaTion ACROSS THREE Censuses, 1981 
(CHANGE IN PROBABILITIES AT MEAN) 


Females Males 

Change in t Change in t 
Variable probability Statistic probability statistic 
Marital status 
Single & e ae LA 
Married -1.8 —6.42 -11.4 -35.97 
Separated, widowed, divorced 1.0 2.47 -0.7 -1.74 
Languages known 
English only Pe ae 
French only 2.3 5.41 2.8 9.19 
English and French el 3.30 1.2 4.52 
Neither English nor French 2.4 2.40 3.4 4.30 
immigrant status 
Non-immigrant e Re a ns 
Immigrant 0.1 0.23 0.1 0.28 
Province 
Atlantic provinces ™ #3 a3 
Quebec -3.4 -6.38 -4.2 -9.98 
Ontario -9.7 -20.09 -9.0 -24.26 
Prairie provinces 17.3 -26.16 -14.9 -29.63 
British Columbia -77 -13.65 -7.7 -17.48 
Logit intercept 48.6 13.39 49.6 15.7 
Sample size ue 99,774 hes 144,275 
Chi? 1 5,025 a 9,321 
Average unemployment rate ee 11.5 € 8.9 


Notes: The reference categories for categorical variables are indicated in bold, unshaded type. Statistical significance is 
not denoted, because the variables were almost always significant at conventional levels. 


figures not available 
figures not applicable 
Source: Census of Canada, Individual Public Use Micro-data Files, 1981. 
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Appenpix 8.9 


Logit UnempLoyment Equations, Common SpeciricaTiON ACROSS THREE Censuses, 1991 
(CHANGE IN PROBABILITIES AT MEAN) 


Females Males 

Change in t Change in t 
Variable probability Statistic probability statistic 
Age 
15-24 a ie 53 # 
25-34 -2.5 -7.37 -0.5 -1.70 
35-44 -8.1 -17.87 -3.4 =9.15 
45-54 - -10.9 -19.68 -5.0 =11.23 
55-64 -9.9 -14.85 -3.6 =7:58 
65+ -16.5 -10.19 -10.1 -8.79 


Vocational training 

No vocational training at Hi 3A oy 
Vocational training 1.4 2.63 1.8 3.20 
Degree, certificate or diploma 

No high school diploma 


High school graduate 43 14.37 5.0 -17.69 
Some postsecondary -8.9 -11.59 -8.6 -10.31 
Bachelor’s degree -10.0 -16.42 -14.9 -21.82 
Post-bachelor’s =1t2 -7.86 -15.4 hey 
Postgraduate degree -10.8 =9126 =19.5 -16.27 
Martial status 
Single =, an = Be 
Married 0.2 0.88 -7.6 -24.29 
Separated, widowed, divorced 2.4 6.69 -0.1 -0.28 
Languages known 
English only se tr Me os 
French only -0.3 -0.61 0.5 1.16 
English and French -1.2 -3.19 -1.2 -3.30 
Neither English nor French 4.5 6.52 44 5.46 
Immigrant status 
Non-immigrant Re # rd Le 
Immigrant ZA Wey 1.9 8.28 
Province 
Atlantic provinces fe a ~ 
Quebec -4.6 -8.49 -5.2 -10.21 
Ontario -12.7 -25.59 -11.4 -26.29 
Prairies -14.5 -24 36 -14.1 -26.68 
British Columbia -8.0 -15.24 -9.2 -18.57 
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Apprennix 8.9 (CONCLUDED) 
Locit UnempPLoyment Equations, Common SPECIFICATION ACROSS THREE Censuses, 1991 
(CHANGE IN PRosaBitities AT Mean) 


Females Males 
Change in t Change in t 
Variable probability Statistic probability Statistic 
Logit intercept 75.6 18.34 56.2 154, 
Sample size 95,974 a 116,774 
Chi? £ 2,307 a) 4,175 
Average unemployment rate . vu 10.2 ms 10.0 


Notes: The reference categories for categorical variables appear in bold, unshaded type. Statistical significance is not 
denoted, because the variables were almost always significant at conventional levels. 


figures not available 
figures not applicable 
Source: Census of Canada, 1991 Individual Public Use Micro-data Files. 
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Data in many forms 


Statistics Canada disseminates data in a variety of forms. In addition to publications, both standard 
and special tabulations are offered. Data are available on the Internet, compact disc, diskette, 
computer printouts, microfiche and microfilm, and magnetic tape. Maps and other geographic 
reference materials are available for some types of data. Direct online access to aggregated 
information is possible through CANSIM, Statistics Canada’s machine-readable database and 
retrieval system. 


How to obtain more information 


Inquiries about this publication and related statistics or services should be directed to the Office 
of the Director General, Census and Demographic Statistics Branch, Statistics Canada, Ottawa, 
Ontario, K1A OT6 (telephone: 613 951-9589) or to the Statistics Canada Regional Reference 
Centre in: 


Halifax (902) 426-5331 Regina (306) 780-5405 
Montréal (514) 283-5725 Edmonton (403) 495-3027 
Ottawa (613) 951-8116 Calgary (403) 292-6717 
Toronto (416) 973-6586 Vancouver (604) 666-3691 
Winnipeg (204) 983-4020 


You can also visit our World Wide Web site: http://www.statcan.ca 


Toll-free access is provided for all users who reside outside the local dialling area of any of 
the Regional Reference Centres. 


National enquiries line 1 800 263-1136 
National telecommunications device for the hearing impaired 1 800 363-7629 
Order-only line (Canada and United States) 1 800 267-6677 


How to order publications 


Statistics Canada publications may be purchased from local authorized agents and other 
community bookstores, the Statistics Canada Regional Reference Centres, or from: 


Statistics Canada, 

Operations and Integration Division 
Circulation Management 

120 Parkdale Avenue 

Ottawa, Ontario 

K1A OT6 


Telephone: (613) 951-7277 or 1 800 700-1033 
Fax: (613) 951-1584 

Toronto (credit card only): (416) 973-8018 
Internet: order @statcan.ca. 


Standards of service to the public 


Statistics Canada is committed to serving its clients in a prompt, reliable and courteous manner 
and in the official language of their choice. To this end, the agency has developed standards of 
service which its employees observe in serving its clients. To obtain a copy of these service 
standards, please contact your nearest Statistics Canada Regional Reference Centre. 
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